MSS SUCCESS SPACES
Units 2K-2L, 2nd Floor E.C. Valle Commercial Center M.L.
Quezon Avenue Brgy. San Isidro, Angono, Rizal

™
M-S

MAKING STRONG SUCCESS

(02) 7255 5568
0995 846 2495 0917 123 1017

info@msscorporation.com.ph

®@0e6 ©

www.MSSCorporation.com.ph

EMPLOYEE ENGAGEMENT AND RETENTION TRAINING IN THE

PHILIPPINES
ENGAGE WITH PURPOSE. RETAIN WITH ACTION. BUILD A WORKPLACE PEOPLE
CHOOSE.
Practical Employee Engagement and Retention Strategies for HR Professionals, Managers,
Supervisors, Team Leaders, and Organizational Leaders: Employee Motivation, Workplace
Culture, Leadership Behaviors, Recognition, Employee Voice, Career Development, Wellbeing,
Stay Interviews, Turnover Analysis, Retention Planning, and Employee Engagement

Measurement

Training Provider: Making Strong Success (MSS) Corporation

Program Category: Human Resources, Organizational Development, Leadership and Management, Talent Management, and
Employee Experience

Program Duration: One Day (8:00 AM-5:00 PM)

Delivery Options: Face-to-Face In-House Training, Onsite Training, Offsite Training, Live Online Training, Hybrid Training, and
Public Seminars

Training Methodology: MSS EnterTRAINment® — Approximately 30% Facilitator Input and 70% Participant Involvement,
Practical Exercises, Employee Engagement Case Studies, Retention Simulations, Group Workshops, and Workplace
Application

1. TRAINING OVERVIEW

Organizations invest considerable time, money, and effort in recruiting, onboarding, training, and developing employees.
Yet after months or years of investment, some employees become disengaged.

Others begin doing only what is minimally required.

Some lose interest in contributing ideas or taking initiative.

Others feel that their efforts are not recognized.

Some perceive limited career opportunities, inconsistent management practices, excessive workloads, or unfair treatment.
And eventually, valuable employees may start considering employment elsewhere.

When employees resign, organizations do not simply lose individuals from their payroll.

They may also lose:
¢ Institutional Knowledge and Experience.
e Specialized Job Competencies.
e Customer and Business Relationships.
e Team Productivity and Continuity.
¢ Investments in Recruitment and Training.
e Potential Future Leaders.
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e Employee Confidence and Team Morale.
e Operational Stability.
e Important Business Capabilities.

For employees who remain, persistent disengagement may also affect service quality, work performance, collaboration,
innovation, attendance, and willingness to contribute beyond minimum expectations.

Organizations often respond by conducting team-building activities, employee appreciation events, recognition ceremonies,
wellness programs, or company celebrations.

These initiatives may provide genuine value.

However, they cannot automatically resolve deeper concerns involving leadership, workload, career growth, compensation,
fairness, employee voice, or organizational trust.

Employee engagement is not simply about keeping employees happy. Employee retention is not simply about convincing
employees to stay.

Both require a deliberate understanding of what employees experience, what influences their commitment, and what
organizational actions can make continued employment meaningful and worthwhile.

From Employee Activities to Sustainable Employee Engagement and Retention

ENGAGE WITH PURPOSE. RETAIN WITH ACTION. BUILD A WORKPLACE PEOPLE CHOOSE. is MSS Corporation's practical
and customizable Employee Engagement and Retention Training in the Philippines, designed to equip Human Resources
professionals, managers, supervisors, team leaders, department heads, and organizational leaders with the knowledge, skills,
tools, and strategies necessary to strengthen employee engagement and address avoidable employee turnover.

The program helps participants understand the drivers of engagement and retention, diagnose workplace concerns, evaluate
employee feedback, strengthen managerial practices, improve recognition and development opportunities, conduct
meaningful employee conversations, identify turnover risks, and implement practical engagement and retention initiatives.

Unlike programs that focus mainly on employee motivation or workplace entertainment, this training approaches engagement
and retention as interconnected responsibilities involving:

e Organizational Leadership.

e Human Resources.

e Direct Supervisors and Managers.

o Employee Experience.

e Performance Management.

e Employee Development.

e Rewards and Recognition.

e Workplace Relationships.

e Workload and Wellbeing.

e Organizational Culture.

o Employee Feedback.

e Evidence-Based Decision-Making.
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The program also emphasizes that employee engagement and employee retention are related, but they are not identical.
An employee may remain with an organization because of financial obligations, limited external opportunities, tenure-related
considerations, or personal circumstances without being genuinely engaged.
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Conversely, a highly engaged employee may still resign because of relocation, career aspirations, family considerations,
compensation differences, or other circumstances.

Therefore, organizations should aim to develop employees who are both meaningfully engaged and appropriately supported
in choosing to stay—not merely employees who remain on the payroll.

Why Employee Engagement and Retention Matter in the Philippines

Employee engagement and retention are relevant concerns for Philippine companies competing to attract, develop, and retain
talent.

According to Gallup's State of the Global Workplace: 2026 Report, based on 2025 data, 39% of employees in the Philippines
were engaged, while 53% were not engaged and 8% were actively disengaged. Gallup also reported that 76% of Philippine
employees considered it a good time to find a job in their locality.

These findings highlight the importance of understanding employee commitment, workplace experiences, and the potential
availability of alternative employment opportunities.

Meanwhile, Aon's 2026 Philippine human capital findings identified employee engagement and retention among employers'
leading people-strategy priorities, alongside digital HR transformation and leadership and succession planning.

For Philippine employers, engagement and retention initiatives may need to account for:
o Competitive Job Opportunities.
e Compensation and Cost-of-Living Concerns.
e Career Development and Promotion Opportunities.
¢ Management and Supervisory Practices.
¢ Employee Workloads and Staffing Levels.
e Work Scheduling and Flexibility.
e Physical, Emotional, and Financial Wellbeing.
o Workplace Relationships.
e Employee Recognition.
e Organizational Trust.
¢ Generational and Individual Differences.
o Work Arrangements and Employee Commuting Experiences.
e Job Security and Career Stability.
e Employee Expectations Concerning Growth and Meaningful Work.

These factors should be assessed through actual organizational evidence rather than assumed to apply equally to every
Philippine employee.
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Introducing the MSS E.N.G.A.G.E.™ Employee Engagement and Retention Framework

The program introduces the MSS E.N.G.A.G.E.™ Employee Engagement and Retention Framework, consisting of six
interconnected disciplines:

e E — Examine Engagement Levels, Turnover Patterns, and Retention Risks

o N — Notice Employee Needs, Experiences, and Moments That Matter

e G — Grow Managerial Trust, Connection, and Accountability

¢ A — Activate Employee Voice, Recognition, and Belonging

e G — Give Growth Opportunities, Meaningful Work, and Sustainable Support

e E — Execute, Evaluate, and Embed Engagement and Retention Actions

The MSS E.N.G.A.G.E.™ Process:
EXAMINE — NOTICE — GROW TRUST — ACTIVATE — GIVE GROWTH — EXECUTE AND EVALUATE

This framework helps organizations move from isolated employee engagement activities toward a more systematic process of
understanding employees, improving everyday workplace experiences, addressing retention risks, and measuring the results
of engagement initiatives.

Training Audience and Search Relevance

This program addresses the development needs of organizations and individuals searching for:
o Employee Engagement Training in the Philippines.
e Training on Employee Engagement in the Philippines.
e Employee Retention Training in the Philippines.
e Training on Employee Retention in the Philippines.
o Employee Engagement and Retention Training in the Philippines.
o Engaging Employees Training in the Philippines.
e Training on Engaging Employees in the Philippines.
e Retaining Employees Training in the Philippines.
e Training on Retaining Employees in the Philippines.
e Engaging and Retaining Employees Training in the Philippines.
e Training on Engaging and Retaining Employees in the Philippines.
e Employee Motivation and Retention Training.
o Employee Engagement Strategies Training.
¢ Employee Retention Strategies Workshop.
o Employee Engagement for Managers Training.
o Employee Engagement and Workplace Culture Training.
e Talent Retention Training in the Philippines.
o Employee Engagement and Retention Management Workshop.

The program is suitable for both customized in-house corporate training and public seminars.

For in-house delivery, participants may work with the company's actual or appropriately anonymized employee engagement
findings, turnover trends, HR reports, employee feedback, organizational policies, and people-management challenges.

For public seminars, participants learn the essential frameworks and tools through realistic workplace cases and may apply
the learning to their own organizations.
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Following MSS Corporation's EnterTRAINment® methodology, approximately 30% of the program consists of concise
facilitator input, demonstrations, guided discussions, and learning synthesis, while approximately 70% involves employee
engagement diagnostics, turnover analysis, manager behavior assessments, employee listening simulations, stay interviews,
recognition planning, retention case studies, engagement initiative design, and workplace action planning.
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The goal is not simply to make employees stay longer. It is to help organizations become workplaces where employees have
meaningful reasons to engage, contribute, develop, and remain.

2. TRAINING GOAL

To equip Human Resources professionals, managers, supervisors, team leaders, and organizational leaders with the
knowledge, practical competencies, analytical tools, leadership behaviors, and action-planning skills necessary to assess
employee engagement, identify retention risks, strengthen employee experiences, improve managerial practices, develop
meaningful engagement initiatives, address preventable turnover factors, and implement measurable employee engagement
and retention strategies.

3. TRAINING OBJECTIVES

By the end of the program, participants should be able to:
1. Explain the meaning and business importance of employee engagement and employee retention.
2. Differentiate employee engagement, employee satisfaction, employee motivation, employee experience,
organizational commitment, and retention.
3. Recognize the relationship between engagement, performance, wellbeing, and employee turnover.
4. Apply the MSS E.N.G.A.G.E.™ Employee Engagement and Retention Framework.
5. ldentify common employee engagement drivers and disengagement factors.
6. Distinguish organizational, managerial, job-related, and individual factors that may affect employee engagement.
7. Recognize the limitations of employee events and motivational activities as standalone engagement solutions.
8. Explain voluntary turnover, involuntary turnover, avoidable turnover, regrettable turnover, and early attrition.
9. Calculate and interpret basic employee retention and turnover indicators.
10. Identify employee groups or roles that may require focused retention attention.
11. Use employee surveys, pulse checks, interviews, and other appropriate feedback methods to assess engagement.
12. Interpret employee feedback without prematurely generalizing or identifying individual respondents.
13. Identify important employee lifecycle touchpoints that influence engagement and retention.
14. Analyze the effect of recruitment expectations and onboarding experiences on employee commitment.
15. Explain how leadership behaviors affect employee trust, motivation, and engagement.
16. Demonstrate constructive manager-employee communication.
17. Apply appropriate one-on-one employee check-in techniques.
18. Ask meaningful questions to understand employee concerns and expectations.
19. Apply active listening, empathy, clarification, and professional follow-through.
20. Recognize the importance of psychological safety, fairness, respect, and accountability.
21. Develop practical employee recognition approaches.
22. Differentiate meaningful recognition from generic appreciation activities.
23. Encourage appropriate employee voice, involvement, and feedback.
24. Recognize opportunities to improve belonging and team collaboration.
25. Identify employee development needs and career-growth considerations.
26. Explain the relationship between meaningful work, job design, performance expectations, and engagement.
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27. Recognize workload, staffing, flexibility, and wellbeing concerns requiring organizational action.

28. Conduct an appropriate employee stay interview.

29. Distinguish a stay interview from a performance review, grievance investigation, or exit interview.

30. Identify possible employee retention risks without relying on stereotypes or intrusive monitoring.

31. Evaluate common reasons employees voluntarily resign.

32. Develop targeted engagement interventions based on actual employee needs.

33. Prioritize retention initiatives according to likely impact, feasibility, resources, and organizational responsibility.
34. Develop employee engagement strategies involving HR, managers, and organizational leaders.

35. Identify appropriate organizational and team-level engagement indicators.

36. Establish practical employee retention measures and review schedules.

37. Recognize confidentiality, privacy, fairness, and non-retaliation considerations when collecting employee feedback.
38. Analyze realistic engagement and turnover scenarios.

39. Develop a 30-60-90-Day Employee Engagement and Retention Action Plan.

40. Establish accountability and follow-through measures for engagement and retention initiatives.

4. LEARNING DOMAINS ADDRESSED

Cognitive — Engagement Engagement drivers, employee experience, motivation, managerial influence, employee
and Retention Knowledge feedback, turnover analysis, retention risk factors, engagement strategies, and people metrics

Affective — Leadership and |[Empathy, trust, respect, fairness, recognition, inclusion, accountability, willingness to listen,
People-Centered Attitudes ||genuine concern for employees, and openness to organizational improvement

Behavioral — Practical Engagement diagnosis, listening conversations, employee check-ins, stay interviews,
Engagement and Retention |[recognition planning, retention analysis, engagement intervention design, employee
Skills development planning, and action-plan implementation

5. FROM POINT A TO POINT B: DESIRED TRAINING TRANSFORMATION
Point A: Before the Training

Participants or organizations may:
o Treat employee engagement mainly as organizing company events.
o Assume employees are engaged because they participate in activities.
e Focus on reducing resignations without understanding why employees leave.
o Confuse employee satisfaction with employee engagement.
¢ Rely on annual surveys without acting on findings.
e Lack reliable information about turnover trends.
e Assume compensation is the sole reason employees resign.
o Attribute disengagement to generational differences or employee attitudes without evidence.
e Overlook the impact of direct supervisors on employee experience.
e Fail to recognize employees' contributions meaningfully.
e Provide limited opportunities for employees to express concerns.
e Ignore recurring workload and staffing problems.
e Offer training without addressing career-development needs.
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e Conduct exit interviews but rarely use the findings.

¢ Fail to conduct meaningful retention conversations with existing employees.

e Respond to engagement concerns through generic programs.

o Implement initiatives without clear responsibilities or expected outcomes.

o Measure participation in employee events but not changes in employee experience.
e Struggle to gain managerial support for HR engagement initiatives.

e Lack a structured employee engagement and retention strategy.

Point B: After the Training

Participants should be better able to:
e Explain the difference between engagement, satisfaction, and retention.
e |dentify engagement drivers using appropriate organizational evidence.
e Analyze turnover patterns and employee feedback.
e Recognize the role of managers in employee engagement.
¢ Identify important employee lifecycle experiences.
¢ Conduct meaningful employee listening conversations.
e Strengthen managerial trust and communication.
e Design more relevant employee recognition approaches.
e Encourage appropriate employee feedback and participation.
e Recognize career and development concerns.
e Address workload or workplace support issues through proper channels.
e Conduct practical stay interviews.
o |dentify potentially preventable turnover factors.
o Develop targeted rather than generic engagement interventions.
o Establish managerial and HR responsibilities.
e Select relevant engagement and retention indicators.
e Monitor action plans and review outcomes.
o Build a more systematic approach to employee engagement and retention.

6. ORGANIZATIONAL CHALLENGES ADDRESSED

This Employee Engagement and Retention Training may help organizations address:
e Increasing Voluntary Employee Turnover.
e Loss of High-Performing Employees.
e Early Resignations Among New Hires.
e Low Employee Motivation.
e  Weak Organizational Commitment.
e Limited Employee Recognition.
e Poor Manager-Employee Relationships.
e Inconsistent Supervisory Practices.
o Employee Dissatisfaction With Career Growth.
¢ Inadequate Employee Feedback Mechanisms.
o Weak Communication Between Management and Employees.
e Low Trust in Organizational Leadership.
e Employee Disengagement.
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e Recurring Workplace Conflict.

e Team Morale Concerns.

e Excessive or Unsustainable Workloads.

e Limited Employee Development Opportunities.

e Poor Follow-Through on Engagement Surveys.

¢ Engagement Programs With Limited Measurable Impact.
e Lack of Ownership of Retention Initiatives.

¢ Insufficient People Analytics for Engagement and Turnover.
¢ Inconsistent Employee Experience Across Departments.
e Poorly Understood Employee Resignation Reasons.

o Weak Collaboration Between HR and Line Managers.

e Reactive Rather Than Preventive Retention Practices.

7. EXPECTED BUSINESS AND PEOPLE IMPACT

Expected Business Impact Expected People Impact

|More systematic identification of turnover risks HGreater awareness of employee needs and experiences
|Better-informed engagement initiatives HStronger employee listening and communication practices
|Improved managerial accountability for engagement HBetter manager—-employee relationships

|More targeted retention strategies HMore meaningful recognition and development support
|Better prioritization of people-related resources Hlncreased awareness of fairness and wellbeing

|Stronger coordination between HR and department heads HMore consistent attention to employee concerns

|Potentia| reduction in preventable or regrettable turnover Hlmproved experience for employees in priority groups

|More useful employee engagement and retention metrics HCIearer development, feedback, and support practices

|
|
|
|
|Improved use of employee feedback HGreater opportunities for employee voice ‘
|
|
|
|
|

|More sustainable engagement governance HGreater consistency in managerial follow-through

These are intended outcomes, not guaranteed increases in employee engagement scores or decreases in employee
turnover.

Actual results depend on the organization's leadership, working conditions, compensation practices, employee relations,
resourcing, implementation quality, and other factors that training alone cannot fully control.

8. THE MSS E.N.G.A.G.E.™ EMPLOYEE ENGAGEMENT AND RETENTION FRAMEWORK

The MSS E.N.G.A.G.E.™ Employee Engagement and Retention Framework provides organizations, HR professionals, and
people managers with a structured approach to understanding employee needs, strengthening workplace experiences,

reducing avoidable turnover risks, and sustaining employee engagement initiatives.

The framework emphasizes that employee engagement and retention should be based on employee experiences and
organizational evidence rather than assumptions, isolated activities, or one-time campaigns.
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Framework Overview

Employee Engagement and Retention PracticallApplication
Competency

Assess employee engagement, analyze turnover

Examine Engagement Levels, Turnover Patterns, and

E Retention Risks mfprmahon, identify recurring concerns, and establish
priorities.
Notice Employee Needs, Experiences, and Moments Und(.arstapd the employee Ilfgcycle, Ilster.m to employees,
N and identify workplace experiences that influence

That Matter commitment and retention.

Strengthen manager-employee relationships through
G Grow Managerial Trust, Connection, and Accountability ||communication, coaching, fairness, support, and
consistent follow-through.

Encourage appropriate employee participation, provide
A Activate Employee Voice, Recognition, and Belonging meaningful recognition, act on employee feedback, and
support inclusive team experiences.

: " ; [ I I t, ions,
Give Growth Opportunities, Meaningful Work, and mprove employee development, career conversations

G Sustainable Support work design, organizatic?nal support, wellbeing, and
targeted retention practices.
Execute, Evaluate, and Embed Engagement and Develgp engagemen.t |n|t|at|ves,. assign respon5|bllltles,.
E establish measures, implement improvements, and review

Retention Actions

results.

The MSS E.N.G.A.G.E.™ Process:
EXAMINE — NOTICE — GROW TRUST — ACTIVATE — GIVE GROWTH — EXECUTE AND EVALUATE

E — Examine Engagement Levels, Turnover Patterns, and Retention Risks
Before designing employee engagement programs, organizations must understand their current workforce realities.

Participants learn how to examine:
¢ Employee Engagement Survey Findings.
e Employee Pulse Survey Results.
o Employee Feedback.
e Turnover and Retention Trends.
e Voluntary and Involuntary Turnover.
e Regrettable Turnover.
o New-Hire Attrition.
o Exit Interview Themes.
¢ Employee Performance and Development Concerns.
e Attendance and Absence Patterns.
e Recurring Employee Relations Issues.
e Managerial and Departmental Differences.
o Employee Experience Pain Points.
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Employee Engagement Versus Employee Retention

Employee Engagement refers to the degree of employees' psychological involvement, commitment, enthusiasm, and
connection with their work and organization.

Employee Retention refers to the organization's ability to retain employees over a particular period.
Engagement can influence retention, but neither concept is a complete substitute for the other.
Understanding Basic Turnover Measures

Participants learn to distinguish:

Voluntary Turnover
Employees who leave by their own decision.

Involuntary Turnover

Employees whose employment ends through an employer-initiated action or other classified circumstance, as defined by the
organization's reporting methodology.

Regrettable Turnover

Loss of employees whose departure is considered particularly damaging because of critical skills, strong performance, or

other legitimate business considerations.

Early Attrition
Employee departures occurring within a defined early employment period, such as the first 90 days or first year.

Important Diagnostic Principle
A high turnover rate does not automatically indicate poor engagement.
Similarly, low turnover does not automatically indicate strong engagement.
Organizations must examine the circumstances behind the numbers.
Core Principle: Diagnose the actual employee experience and retention problem before recommending solutions.
N — Notice Employee Needs, Experiences, and Moments That Matter
Employee engagement is influenced by what employees experience throughout their relationship with an organization.
Participants learn to examine important employee lifecycle stages:
e Recruitment and Employer Expectations.
e Preboarding.
e First-Day Experience.
e Employee Onboarding.

¢ Initial Role Adjustment.
e Performance Management.
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e Coaching and Feedback.

o Recognition.

e Learning and Development.

e Career Growth.

e Promotion and Internal Mobility.
¢ Organizational Changes.

e Workload Transitions.

e Employee Relations Experiences.
e Exit and Transition.

Moments That Matter

Some workplace experiences have disproportionate importance because employees associate them with how the
organization values and supports its people.

Examples include:
e The First Day at Work.
e The First Meeting With a Direct Supervisor.
e The First Performance Feedback Conversation.
e Handling of a Personal or Work-Related Concern.
e Recognition of an Important Achievement.
e Consideration for Promotion or Development.
e The Manager's Response to a Mistake.
e  Support During Organizational Change.
e The Organization's Response to Employee Feedback.

Understanding Employee Needs

Participants examine employee expectations concerning:
¢ Clear Roles and Expectations.
e Fair Compensation and Benefits.
e Adequate Tools and Resources.
e Respectful Management.
o Workplace Safety.
e Reasonable Workload.
¢ Meaningful Recognition.
e  Opportunities to Learn and Grow.
e Supportive Team Relationships.
e Autonomy and Appropriate Involvement.
e Trustworthy Leadership.
e Work-Life Considerations.

Core Principle: Understand what employees actually experience before deciding what would improve their engagement.
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G — Grow Managerial Trust, Connection, and Accountability
Employees experience organizational policies and culture largely through their everyday workplace interactions.

Direct supervisors and managers influence whether employees understand expectations, receive support, feel heard, obtain
feedback, and experience fair treatment.

Gallup's research emphasizes the substantial influence of managers on differences in team-level employee engagement. Its
2026 analysis reports that managers account for 70% of the variance in team engagement—a research finding that highlights
managerial influence, not a guarantee that any particular manager can control 70% of an employee's engagement.

Participants learn practical managerial behaviors involving:
e Establishing Clear Work Expectations.
e Building Credibility and Trust.
e Conducting Regular One-on-One Check-Ins.
¢ Demonstrating Active Listening.
e Providing Constructive Feedback.
e Recognizing Good Performance.
e Supporting Employee Development.
e Applying Policies Consistently.
e Managing Workloads Responsibly.
e Addressing Concerns Fairly.
e Maintaining Professional Boundaries.
¢ Following Through on Commitments.

The Manager-Employee Connection

A practical engagement conversation may explore:
e How the employee is experiencing their work.
e What is going well.
o What challenges require assistance.
o What resources are missing.
o What development opportunities matter.
o What the manager can improve.
¢ What actions should follow.

Managerial Accountability
Organizations should not treat employee engagement exclusively as an HR project.

HR can provide systems, tools, guidance, and coordination, but managers influence day-to-day experiences and should be
accountable for appropriate actions within their authority.

Core Principle: Employee engagement becomes more sustainable when managers consistently demonstrate the behaviors
that support it.
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Employees need appropriate opportunities to contribute, be heard, receive meaningful recognition, and experience respectful
inclusion.
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A — Activate Employee Voice, Recognition, and Belonging

Participants learn:
e Encouraging Employee Suggestions.
e Listening Without Premature Judgment.
e Conducting Team Feedback Sessions.
e Responding Constructively to Employee Concerns.
e Closing the Loop on Employee Feedback.
e Recognizing Individual and Team Contributions.
e Providing Timely and Specific Recognition.
¢ Avoiding Favoritism.
e Strengthening Team Belonging.
e Supporting Respectful Collaboration.
e Creating Opportunities for Appropriate Participation.

Employee Voice

Organizations may establish employee feedback channels through:
e Employee Engagement Surveys.
e Short Pulse Checks.
e One-on-One Manager Conversations.
e Team Listening Sessions.
o Employee Focus Groups.
e Suggestion Systems.
e Stay Interviews.
e Formal Grievance or Reporting Mechanisms.

Employee listening mechanisms must respect privacy, confidentiality, and applicable organizational procedures.
Meaningful Recognition
Recognition should communicate:

o What the employee accomplished.

o Why the contribution mattered.

e  Which behavior should be reinforced.

o How the contribution supported customers, teammates, or organizational goals.

Recognition need not always involve expensive rewards.

However, recognition programs should not be used to compensate for unlawful, unfair, unsafe, or unsustainable working
conditions.
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Closing the Feedback Loop

A useful sequence is:
LISTEN — ACKNOWLEDGE — EVALUATE — ACT — COMMUNICATE PROGRESS

Employees may become less willing to provide feedback when they repeatedly share concerns but receive no explanation of
what happens afterward.

Core Principle: Employees are more likely to trust engagement initiatives when their input receives respectful consideration
and appropriate follow-through.

G — Give Growth Opportunities, Meaningful Work, and Sustainable Support
Employee retention is influenced by whether employees see an appropriate future within the organization.

Participants learn to recognize the role of:
e Career Development.
e Training and Skills Development.
e Coaching and Mentoring.
e Internal Career Mobility.
e Succession Planning.
e Challenging and Meaningful Assignments.
e Job Autonomy.
¢ Role Clarity.
e Performance Support.
e Fair Recognition.
e Appropriate Workload.
e Resources and Staffing.
e Flexible Work Arrangements Where Feasible.
e Employee Wellbeing.
e Managerial Support.

Career Development and Retention

Managers and HR professionals can explore:
¢ Which competencies employees want to develop.
o What career paths may be realistically available.
o Which assignments could support growth.
o Whether employees understand development opportunities.
o What support employees need to perform effectively.
o  Whether future opportunities are being communicated accurately.
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Sustainable Work Conditions
Employee engagement initiatives should not ignore important workplace conditions.

For example:
A team experiencing persistent understaffing and excessive workload may need process, staffing, or operational
improvements—not merely another motivational activity.

An employee who consistently lacks appropriate tools may need better resources rather than more encouragement.
Stay Interviews

A stay interview is a structured, supportive conversation intended to understand what employees value about their work, what
challenges they experience, and what could influence their decision to remain.

It should not be used to pressure employees into promising continued employment.

Core Principle: Sustainable retention depends partly on providing meaningful reasons and practical support for employees to
continue contributing and growing.

E — Execute, Evaluate, and Embed Engagement and Retention Actions
Understanding engagement problems is useful only when organizations act appropriately on their findings.

Participants learn to:
o Identify Priority Engagement Issues.
e Analyze Possible Root Causes.
e Evaluate Available Interventions.
¢ Distinguish Quick Wins From Structural Improvements.
e Assign Responsible Owners.
e Estimate Resources.
o Establish Implementation Timelines.
o Define Measurable Indicators.
e Communicate Action Plans.
e Involve Managers and HR.
e Monitor Progress.
e Review Employee Feedback.
o Adjust Ineffective Initiatives.
o Institutionalize Effective Practices.

Engagement Initiative Prioritization

Initiatives should be evaluated according to:
e Relevance to the Identified Problem.
o Potential Employee and Business Impact.
o Feasibility.
¢ Resource Requirements.
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e Managerial Authority.

e Required Leadership Support.
e Implementation Timeframe.

o Appropriate Measurement.

Evaluation and Continuous Improvement

A practical review cycle is:
DIAGNOSE — PRIORITIZE — IMPLEMENT — MONITOR — LEARN — IMPROVE

Core Principle: Employee engagement and retention are continuing management responsibilities, not one-time HR
campaigns.

9. DETAILED ONE-DAY EMPLOYEE ENGAGEMENT AND RETENTION TRAINING OUTLINE

Program Title: ENGAGE WITH PURPOSE. RETAIN WITH ACTION. BUILD A WORKPLACE PEOPLE CHOOSE.

Training Duration: One Day (8:00 AM-5:00 PM)

Training Methodology: MSS EnterTRAINment® — Approximately 30% Facilitator Input and 70% Participant Application
Training Emphasis: Engagement Drivers, Turnover Analysis, Employee Experience, Managerial Influence, Employee Voice,
Recognition, Career Development, Stay Interviews, Retention Strategies, and Measurable Action Planning

Outputs
MODULE 1: UNDERSTAND WHY EMPLOYEES Activity 1: The Employee Engagement
ENGAGE OR LEAVE — ENGAGEMENT Reality Check
FUNDAMENTALS, TURNOVER ANALYSIS, Participants examine common assumptions
EMPLOYEE NEEDS, AND EMPLOYEE about engagement and retention.
EXPERIENCE DIAGNOSIS
1. Understanding Employee Engagement and Teams evaluate statements such as
Retention "Employees only leave because of salary,"
o What Employee Engagement Means "Happy employees are always engaged," and
¢ Employee Engagement Versus Satisfaction, ||"A team-building activity can fix low
Motivation, and Retention engagement.”
8:00 AM=10:00 AM e The Business Impact of Engagement and o . .
Turnover They distinguish assumptions from potentially
¢ Common Employee Engagement Myths valid engagement drivers and identify areas
o Why Employee Activities Alone Are requiring organizational evidence.
Insufficient
e Introduction to the MSS E.N.G.A.G.E™ Activity 2: The Employee Engagement and
Framework Turnover Diagnostic Lab
2. E — Examine Engagement Levels, Turnover Participants receive a fictional HR dashboard
Patterns, and Retention Risks containing engagement results, employee
e Identifying Employee Engagement Drivers |[turnover, exit interview findings, and
e Understanding Engaged, Disengaged, and ||departmental information.
At-Risk Employees
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Voluntary and Involuntary Turnover
Regrettable Turnover and Early Attrition
Basic Turnover and Retention Calculations
Employee Survey and Exit Interview
Information
e |dentifying Priority Employee Groups
3. Understanding the Causes of Employee
Disengagement
e Leadership and Management Behaviors
¢ Role Clarity and Work Expectations
e Compensation and Perceived Fairness
e Career and Development Opportunities
¢ Recognition and Feedback
e  Workload and Working Conditions
o Workplace Relationships and Trust
4. N — Notice Employee Needs, Experiences, and
Moments That Matter
e Understanding the Employee Lifecycle
e Onboarding and Early Employee
Experiences
e Performance and Development
Touchpoints
e Recognition and Workplace Support
e Organizational Change and Career
Transitions
¢ Identifying Employee Experience Pain
Points
5. Gathering and Interpreting Employee Feedback
¢ Engagement Surveys and Pulse Checks
e Employee Listening Channels
e Understanding Employee Feedback
Themes
e Interpreting Data Responsibly
o Distinguishing Evidence From Assumptions
e Protecting Confidentiality

They calculate or interpret relevant indicators,
identify concerning patterns, and formulate
initial hypotheses about possible causes.

Activity 3: The Employee Journey Mapping
Challenge

Participants map key employee experiences
from recruitment and onboarding through
performance, development, recognition, and
possible resignation.

They identify important touchpoints,
experience gaps, and moments that may
influence engagement and retention.

Expected Outputs:

e Employee Engagement Drivers and
Risk Factors Checklist

e Employee Engagement and Turnover
Diagnostic Worksheet

e Employee Experience Journey Map

¢ Initial Engagement and Retention
Priority List

10:00 AM-10:15 AM

MORNING BREAK

10:15 AM-12:00 NN

MODULE 2: BUILD THE EVERYDAY
ENGAGEMENT EXPERIENCE — MANAGERIAL
TRUST, EMPLOYEE CONNECTION,
RECOGNITION, EMPLOYEE VOICE, AND TEAM
BELONGING
1. G — Grow Managerial Trust, Connection, and
Accountability

e How Direct Managers Influence

Engagement
e Trust and Managerial Credibility

Activity 4: The Manager Makes the
Difference

Participants analyze realistic manager—
employee interactions involving unclear
expectations, weak feedback, dismissive
communication, unrecognized contributions,
and employee frustration.

Working in groups, they identify managerial
behaviors that may weaken engagement and
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Clarity of Expectations

Fair and Consistent Treatment
Regular Employee Check-Ins
Feedback, Coaching, and Support
Managerial Follow-Through

2. Strengthening Manager—-Employee
Communication

Asking Meaningful Employee Questions
Active Listening and Empathy
Recognizing Employee Concerns
Conducting Constructive One-on-One
Conversations

Communicating During Change and
Uncertainty

Avoiding Dismissive or Defensive
Responses

3. A — Activate Employee Voice, Recognition, and
Belonging

Creating Opportunities for Employee
Feedback

Encouraging Suggestions and Improvement
Ideas

Psychological Safety and Respectful
Communication

Building Team Belonging

Recognition and Appreciation

Avoiding Recognition Bias and Favoritism

4. Designing Meaningful Recognition Practices

Formal and Informal Recognition
Individual and Team Recognition
Recognition of Results and Appropriate
Behaviors

Timely and Specific Appreciation
Low-Cost and Non-Monetary Recognition
Connecting Recognition to Organizational
Values

5. Turning Employee Feedback Into Trust-Building
Actions

Listening Without Overpromising
Identifying Matters Within Managerial
Control

Escalating Structural Concerns
Appropriately

Communicating Progress to Employees
Closing the Feedback Loop

practice improved conversations through
role-play.

Activity 5: Recognition That Actually
Matters

Teams develop recognition approaches for
employees with different roles, contributions,
and preferences.

Participants distinguish generic praise from
specific, meaningful recognition and evaluate
whether their proposed practices are fair,
practical, and sustainable.

Activity 6: From Employee Voice to Visible
Action

Participants receive sample employee
feedback involving workload, recognition,
communication, development, and
inconsistent management practices.

They determine how to acknowledge the
feedback, identify appropriate action owners,
communicate limitations, and close the
feedback loop.

Expected Outputs:

e Managerial Employee Engagement
Behavior Checklist

e Employee Check-In and Listening
Conversation Guide

e Meaningful Employee Recognition
Plan

e Employee Voice and Feedback
Action Matrix

12:00 NN-1:00PM |

LUNCH BREAK




MSS SUCCESS SPACES
Units 2K~2L, 2nd Floor E.C. Valle Commercial Center M.L.
Quezon Avenue Brgy. San Isidro, Angono, Rizal

™
M-S

MAKING STRONG SUCCESS

(02) 7255 5568
0995 846 2495 0917 123 1017

info@msscorporation.com.ph

®@0e6 ©

www.MSSCorporation.com.ph

MODULE 3: GIVE EMPLOYEES REASONS TO
STAY — CAREER DEVELOPMENT, MEANINGFUL |[Activity 7: The Stay Interview Simulation
WORK, WELLBEING, STAY INTERVIEWS, AND  |[Participants work in manager—employee-

TARGETED RETENTION STRATEGIES observer groups.
1. G — Give Growth Opportunities, Meaningful
Work, and Sustainable Support Employees receive fictional profiles involving
o Learning and Development Opportunities | /Caréer concerns, limited recognition,
e Coaching and Mentoring workload frustrations, or uncertainty about
e Career Conversations and Career their future.
Pathways
e Internal Mobility and Development Managers conduct structured stay interviews
Assignments using appropriate questioning, active
¢ Meaningful Work and Organizational listening, empathy, clarification, and action
Purpose planning.

o Employee Autonomy and Ownership
e Performance Support and Resources
2. Addressing Workplace Conditions That Influence
Retention
e Workload and Staffing Challenges
¢ Job Expectations and Role Clarity
e Work Scheduling and Flexibility
e Recognition and Fairness
e Compensation and Benefits Concerns
1:00 PM-3:00 PM e Employee Wellbeing
e Trustin Management
¢ Identifying Structural Problems That
Require Leadership Action
3. Understanding Employee Retention Risks
e Voluntary Versus Preventable Turnover
e Employees in Critical Roles
o New-Hire Attrition
o Development and Career Frustration
o Repeated Employee Concerns
e Retention Risk Indicators and Their
Limitations
e Avoiding Employee Stereotyping and
Intrusive Monitoring
4. Conducting Effective Stay Interviews
e Stay Interviews Versus Exit Interviews
e Preparing for the Conversation
e Asking Open-Ended Retention Questions

* Listening Without Judgment They analyze possible root causes, identify
¢ Understanding What Employees Value missing information, and develop targeted
o Identifying Practical Improvements retention responses.

e Avoiding Unauthorized Promises
» Documenting Appropriate Commitments | Expected Outputs:
5. Developing Targeted Retention Interventions

Observers assess the quality of the
conversation and the appropriateness of the
commitments.

Activity 8: The Growth and Work
Experience Redesign Lab

Teams analyze a department experiencing
low motivation, insufficient development
opportunities, and unsustainable workloads.

They identify what can be improved through
managerial action, what requires HR support,
and what needs organizational or resource
decisions.

Participants develop practical
recommendations instead of relying only on
motivational activities.

Activity 9: Retain the Talent — The
Retention Case Clinic

Participants examine realistic employee
turnover cases involving newly hired
employees, experienced performers,
employees in critical roles, and teams with
recurring resignations.
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Career and Development Support
Managerial Coaching and Feedback
Improving Employee Onboarding
Recognition and Employee Voice
Workload and Process Improvements
HR and Leadership Coordination
Matching Retention Actions to Diagnosed
Causes

e Employee Stay Interview Question

Guide

e Employee Growth and Development
Support Plan

e Retention Risk and Root Cause
Analysis Worksheet

e Targeted Employee Retention
Strategy Matrix

3:00 PM-3:15 PM

AFTERNOON

BREAK

3:15 PM-5:00 PM

MODULE 4: TURN ENGAGEMENT INTO ACTION
— INITIATIVE PRIORITIZATION, HR AND
MANAGER ACCOUNTABILITY, ENGAGEMENT
METRICS, AND 30-60-90-DAY
IMPLEMENTATION PLANNING
1. E — Execute, Evaluate, and Embed Engagement
and Retention Actions

o From Engagement Findings to Interventions

e |dentifying Priority Employee Issues

e Matching Solutions With Root Causes

¢ Differentiating Quick Wins From Structural

Improvements

e Prioritizing Based on Impact and Feasibility

¢ Identifying Resources and Approvals
2. Designing Practical Employee Engagement
Initiatives

o Managerial Engagement Practices

o Employee Recognition Programs

e Employee Listening and Feedback Systems

e Onboarding Improvements

o Development and Career Opportunities

e Team Communication and Collaboration

o Employee Wellbeing and Work Support

e Workplace Culture Initiatives
3. Assigning Engagement and Retention
Responsibilities

e HR Responsibilities

e Leadership Responsibilities

e Managerial Responsibilities

o Employee Participation

e Escalation and Approval Requirements

¢ Governance and Review Arrangements
4. Measuring Engagement and Retention
Effectiveness

e Employee Engagement Survey Results

e Pulse Survey Trends

e Voluntary Turnover Rate

Activity 10: The Engagement Initiative
Prioritization Challenge

Teams receive a list of possible engagement
activities and workplace improvement
initiatives together with fictional employee
feedback and business constraints.

They evaluate each initiative according to the
identified problem, likely impact, feasibility,
resources, and required decision-making
authority.

Participants select a balanced set of priority
interventions.

Activity 11: Build the 30-60-90-Day
Engagement and Retention Action Plan
Participants develop a practical roadmap
identifying priority problems, root causes,
actions, responsibilities, milestones,
resources, and measurable indicators.

They distinguish initiatives that can begin
immediately from structural matters requiring
further organizational review.

Activity 12: The Engagement and
Retention Strategy Pitch

Teams present their proposed engagement
and retention action plans to a simulated
management panel.

They explain the business problem,
supporting evidence, recommended
interventions, expected results, resources,
accountability, and review measures.
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o Employee Retention Rate Facilitator and peer feedback focuses on
e Regrettable Turnover relevance, practicality, clarity, and
o Early Employee Attrition measurement.
¢ Stay Interview Themes
e Engagement Initiative Implementation Expected Outputs:
e Employee Development and Recognition e Employee Engagement Initiative
Measures Prioritization Matrix
¢ Interpreting Metrics Responsibly e HR-Leadership—-Manager
5. Developing a 30-60-90-Day Engagement and Responsibility Matrix
Retention Roadmap e Employee Engagement and Retention
e Establishing Baseline Information Scorecard
¢ |dentifying Priority Issues e 30-60-90-Day Engagement and
e Selecting Practical Interventions Retention Action Plan
e Assigning Action Owners ¢ Management Presentation of
e Setting Target Dates Proposed Engagement and Retention
¢ Identifying Resources Initiatives

e Establishing Success Measures
e Scheduling Review and Adjustment
6. Sustaining Employee Engagement and Retention
e Regular Manager-Employee Conversations
¢ Monitoring Employee Experience
e Reviewing Engagement Initiatives
e Communicating Progress
¢ Adjusting Ineffective Actions
e Embedding Successful Practices Into
Management Routines

e Learning Synthesis

e Individual and Team Application
5:00 PM PROGRAM CLOSING Commitments

e Training Evaluation

e Recommended Next Steps

Implementation Note: The one-day format provides a practical foundation for analyzing engagement and retention concerns
and developing an initial action plan. Comprehensive organizational engagement surveys, statistical analysis, employee
experience research, policy redesign, and full implementation consultancy may require separately scoped pre-training, post-
training, or consulting engagements.



MSS SUCCESS SPACES

™
M-S

MAKING STRONG SUCCESS

(02) 7255 5568

0995 846 2495

®@0e6 ©

10. CORE PARTICIPANT OUTPUTS

Units 2K~2L, 2nd Floor E.C. Valle Commercial Center M.L.
Quezon Avenue Brgy. San Isidro, Angono, Rizal

0917 123 1017
info@msscorporation.com.ph

www.MSSCorporation.com.ph

The program is designed to produce tools and action plans that participants can apply to actual employee engagement and

retention priorities.

. . Intended Workplace
m Expected Participant Outputs Abnlicaton

Module 1: Understand
Why Employees
Engage or Leave

Employee Engagement Drivers and Risk Factors Checklist;
Employee Engagement and Turnover Diagnostic Worksheet;
Employee Experience Journey Map; Initial Engagement and
Retention Priority List

Diagnose engagement problems and
identify employee experience
concerns using appropriate
evidence

Module 2: Build the
Everyday Engagement
Experience

Managerial Employee Engagement Behavior Checklist;
Employee Check-In and Listening Conversation Guide;
Meaningful Employee Recognition Plan; Employee Voice and
Feedback Action Matrix

Improve managerial practices,
recognition, employee participation,
and follow-through

Module 3: Give
Employees Reasons to
Stay

Employee Stay Interview Question Guide; Employee Growth
and Development Support Plan; Retention Risk and Root
Cause Analysis Worksheet; Targeted Employee Retention
Strategy Matrix

Conduct retention conversations and
recommend practical interventions
that address identified causes

Module 4: Turn
Engagement Into
Action

Employee Engagement Initiative Prioritization Matrix; HR—
Leadership—Manager Responsibility Matrix; Employee
Engagement and Retention Scorecard; 30-60-90-Day Action
Plan; Management Presentation

Execute, monitor, communicate, and
refine engagement and retention
initiatives

11. SAMPLE EMPLOYEE ENGAGEMENT AND RETENTION SCENARIOS

The program incorporates realistic employee engagement and retention situations that may arise in Philippine manufacturing,
retail, business process outsourcing, shared services, hospitality, financial services, distribution, and corporate office

environments.

Scenario 1: The High-Performing Employee Who Suddenly Resigns

Situation:

An employee who consistently exceeds performance expectations unexpectedly submits a resignation letter.

The manager is surprised because the employee has received good performance evaluations.

During the exit interview, the employee explains that they have not experienced meaningful career growth or development

opportunities.

Engagement and Retention Challenge:
The organization must recognize that good performance does not automatically indicate strong retention commitment.

Expected Participant Response:
e Review the employee's development history.
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o Examine whether career expectations were discussed.

¢ |dentify available evidence of unmet growth needs.

e Evaluate how managers conduct career conversations.

o Determine whether clearer development pathways are needed.
e Develop appropriate preventive retention practices.

Key Learning: Employee retention requires understanding employees' future aspirations, not only monitoring current
performance.

Scenario 2: The Department With Frequent Resignations

Situation:
A department experiences repeated employee resignations.

The Department Head attributes the situation to employees becoming less committed to work.
However, exit feedback indicates concerns about excessive workload, unclear expectations, and limited supervisory support.

Engagement and Retention Challenge:
Participants must distinguish unsupported assumptions from evidence-based retention diagnosis.

Expected Participant Response:
e Review turnover and staffing information.
e Examine exit feedback themes.
o Identify possible workload and management issues.
e Determine whether additional employee listening is appropriate.
e Recommend actions addressing the identified concerns.
e Establish relevant follow-through measures.
Key Learning: Organizations should address actual retention drivers rather than blame employees for resigning.

Scenario 3: The Employee Engagement Survey Nobody Acts On

Situation:
A company conducts an annual employee engagement survey.

Employees share concerns about workload, recognition, internal communication, and career opportunities.
Management receives the report but does not communicate any findings or next steps.
During the following survey, fewer employees are willing to participate.

Engagement and Retention Challenge:
The organization must restore confidence in its employee feedback process.

Expected Participant Response:
e Review how survey findings were handled.
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e |dentify priority issues.

o Determine which concerns require management decisions.
¢ Communicate what has been learned appropriately.

e Explain what can and cannot be addressed immediately.

¢ Assign action owners.

e Report progress without exposing individual responses.

Key Learning: Employee listening loses credibility when feedback is collected without meaningful follow-through.
Scenario 4: The Company That Relies on Parties and Team Building

Situation:
A company frequently conducts employee celebrations, outings, and team-building events.

Despite these efforts, employee complaints about workload, career development, and inconsistent supervision remain
unresolved.

Management is confused because it believes the company has already invested heavily in engagement.

Engagement and Retention Challenge:
Participants must evaluate whether engagement spending is aligned with actual employee concerns.

Expected Participant Response:
¢ Recognize the potential value of social and recognition activities.
e Review engagement and employee feedback data.
o |dentify unresolved structural and managerial concerns.
e Distinguish social activities from workplace improvements.
o Prioritize interventions based on diagnosed employee needs.

Key Learning: Enjoyable employee activities can support engagement, but they cannot substitute for fundamental workplace
improvements.

Scenario 5: The Newly Hired Employee Who Leaves After Two Months

Situation:
A company experiences frequent resignations among employees during their first 90 days.

Several employees report that the responsibilities explained during recruitment differ from their actual assignments.
Others say they received insufficient onboarding and limited guidance from supervisors.

Engagement and Retention Challenge:
Participants must identify factors contributing to early employee attrition.

Expected Participant Response:
e Review recruitment and job expectation communication.
e Examine new-hire onboarding practices.
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¢ |dentify early performance and support gaps.
e Recommend structured supervisor check-ins.
o Establish relevant onboarding milestones.

e Monitor early attrition and new-hire feedback.

Key Learning: Retention begins before the employee's first day of work.
Scenario 6: The Employee Who Feels Unrecognized

Situation:
A department consistently recognizes employees who exceed sales or productivity targets.

However, employees performing quality assurance, administrative support, coordination, and other essential functions rarely
receive recognition.

Some begin questioning whether their contributions matter.

Engagement and Retention Challenge:
The organization must strengthen recognition without creating unfair or arbitrary rewards.

Expected Participant Response:
o Review existing recognition criteria.
o |dentify different forms of valuable employee contribution.
o Develop transparent, job-relevant recognition practices.
¢ Include recognition of collaboration, improvement, quality, and service.
e Ensure that recognition does not replace appropriate compensation.
o Establish consistency across teams.

Key Learning: Meaningful recognition should reflect relevant contributions and be administered fairly.
Scenario 7: The Employee Who Says, "Wala Na Akong Growth Dito"

Situation:

An experienced employee tells their manager:

"Wala na akong nakikitang growth dito."

The manager responds:
"Magtiis ka muna. Hindi naman lahat puwedeng ma-promote."

The employee becomes increasingly disengaged.
Engagement and Retention Challenge:
The manager must conduct a constructive development conversation without promising a promotion that may not be

available.

Expected Participant Response:
o Acknowledge the employee's concern.
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o Ask about career and development interests.

o Explore desired competencies and responsibilities.

o Identify realistic learning opportunities.

o Discuss possible development assignments.

e Coordinate with HR where appropriate.

e Avoid unsupported promotion or compensation promises.

Key Learning: Career development can include learning, responsibility, and growth even when immediate promotion is
unavailable.

Scenario 8: The Employee Who Feels Unsafe Speaking Up

Situation:
An employee has concerns about a department's management practices.

However, the employee hesitates to raise them because colleagues who previously questioned decisions were publicly
criticized.

Engagement and Retention Challenge:
Participants must understand the relationship between employee voice, trust, leadership behavior, and responsible feedback
handling.
Expected Participant Response:
e Recognize the potential effect of retaliatory or dismissive behavior.
e Review available reporting and feedback channels.
e Encourage respectful and non-retaliatory communication.
o Clarify appropriate confidentiality protections.
¢ Identify management behaviors requiring improvement.
¢ Coordinate sensitive concerns with authorized HR personnel.

Key Learning: Employees are less likely to raise concerns when the workplace does not support respectful and safe
communication.

Scenario 9: The Employee Considering an External Job Offer
Situation:
A high-performing employee informs their manager that another company has offered better compensation and career

opportunities.

The manager immediately proposes a counteroffer without reviewing organizational policies or understanding the employee's
broader concerns.

Engagement and Retention Challenge:
Participants must recognize that retention decisions should be evidence-based, fair, and authorized.

Expected Participant Response:
e Listen to the employee's concerns.
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o Determine whether the situation involves compensation, career growth, management practices, or multiple factors.
e Avoid pressuring the employee.

o Refer compensation or promotion matters through authorized procedures.

e Consider equity and consistency.

o |dentify appropriate long-term retention improvements.

o Respect the employee's final decision.

®@0e6 ©

Key Learning: Retention should not rely exclusively on last-minute counteroffers.
Scenario 10: The Engagement Initiative With No Measurable Results

Situation:
The HR Department launches a recognition campaign, team check-in initiative, and employee feedback program.

After six months, management asks whether these initiatives improved engagement or reduced preventable turnover.
No baselines, measures, responsibilities, or review schedule were established.

Engagement and Retention Challenge:
Participants must improve the way engagement initiatives are planned and evaluated.

Expected Participant Response:
o |dentify the intended outcomes of each initiative.
o Establish suitable engagement and retention indicators.
e Determine available baseline information.
o Clarify responsibilities and implementation dates.
¢ Review employee feedback and relevant trends.
e Recognize that observed changes may have multiple causes.
e Recommend continuation, adjustment, or discontinuation based on evidence.

Key Learning: Engagement programs should be measurable management interventions rather than activities implemented
without accountability.
12. PRACTICAL EMPLOYEE ENGAGEMENT AND RETENTION TOOLS INTRODUCED

12.1. Employee Engagement Diagnostic Checklist
Participants learn to assess key engagement dimensions.

Engagement Dimension |Diagnostic Questions

|ROIe Clarity HDo employees understand their responsibilities and performance expectations? ‘
|Leadership and Trust HDo employees experience reliable, fair, and supportive management? ‘
|Recognition HAre meaningful employee contributions recognized appropriately? ‘
|Development HDo employees understand their learning and career opportunities? ‘

|

|Employee Voice HCan employees raise relevant concerns and suggestions through appropriate channels?
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|Work|oad and Resources HDO employees have realistic expectations, suitable tools, and adequate support? ‘
|Team Relationships HDo employees experience respectful and constructive workplace relationships? ‘
|Meaningfu| Work HDo employees understand how their work contributes to organizational goals? ‘
|We||being HAre employees' safety, workload, and relevant wellbeing needs considered? ‘
|Retention Confidence HDo employees see meaningful reasons to continue working with the organization? ‘

The diagnostic is an introductory assessment tool, not a validated psychometric instrument.

12.2. Employee Experience Journey Mapping Template

|Recruitment HAccuracy of job expectations HCIearer job and employer communication ’
|Preboarding HResponsiveness and preparation HBetter new-hire coordination ’
|Onboarding HWeIcome, role clarity, supervisor support HStructured onboarding and check-ins ’
|Early Employment HLearning support and adjustment HEarIy feedback and coaching ’
|Performance Management HFairness and clarity HConstructive performance discussions ’
|Recognition HSense of value and contribution HMeaningfuI recognition |
|Deve|opment “Confidence in future opportunities HLearning and career conversations |
|Workplace Challenges “Organizational trust and support HTimer and appropriate response |
|Organizationa| Change “Clarity and security HTransparent communication |
|Exit ”Fair treatment and final experience HRespectfuI transition and useful feedback |

12.3. Employee Stay Interview Question Guide

Participants practice asking questions such as:
e What do you enjoy most about your work?
o What motivates you to continue working with our organization?
 Which aspects of your job give you the greatest sense of accomplishment?
o What challenges make your work more difficult than necessary?
e Do you feel that your contributions are appropriately recognized?
e What kind of support would help you perform better?
e What skills or career opportunities would you like to explore?
o What could your manager do differently to support you?
o What workplace changes would improve your experience?
¢ Is there anything that might cause you to consider leaving in the future?
e What is one practical improvement we should prioritize?
o What should we continue doing because it positively affects your work?

Stay Interview Guidelines

A stay interview should:
o Be Conducted Respectfully.
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e Use Open-Ended Questions.

e Encourage Honest Responses.

¢ Avoid Pressure or Interrogation.

e Avoid Promises Outside the Interviewer's Authority.

¢ Respect Employee Privacy.

e Focus on Understanding and Appropriate Follow-Through.

Employees should not be pressured to disclose private circumstances or commit to a minimum period of continued
employment.

12.4. Manager-Employee Engagement Check-In Guide

A useful conversation sequence is:
CONNECT — LISTEN — CLARIFY — SUPPORT — AGREE — FOLLOW THROUGH

CONNECT
Establish a respectful and supportive conversation.

LISTEN
Ask how the employee is experiencing their work.

CLARIFY
Understand concerns, needs, and priorities.

SUPPORT
Identify appropriate assistance or resources.

AGREE
Establish realistic actions and responsibilities.

FOLLOW THROUGH
Review progress and communicate updates.

Expected Application: Managers develop more meaningful conversations rather than relying solely on performance reminders
or generic motivational statements.

12.5. Meaningful Employee Recognition Guide

Participants practice recognizing employees using:
CONTRIBUTION — IMPACT — APPRECIATION — REINFORCEMENT

Example:

"Thank you for helping the new team members complete their onboarding requirements on schedule. Your careful
coordination reduced confusion and helped them become ready for their assignments. | appreciate the support you
provided."
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A meaningful recognition message should be:

e Specific.
e Accurate.
o Timely.

o Fair.

e Appropriate to the Employee.
e Connected to Relevant Contributions.
o Respectful of Personal Preferences.

12.6. Employee Voice and Feedback Action Matrix
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-IIE_tr?epnl‘c;yee Feedback Possible Response Responsible Party Follow-Through

Unclear Work Priorities

Clarify role expectations and workload
priorities

Team check-in and progress

Direct Manager .
review

Limited Recognition

Improve fair and specific recognition
practices

Manager / HR Review recognition implementation

Insufficient
Development

Conduct career and skills
development discussions

Manager / L&D Monitor development actions

Heavy Workload

Assess staffing, process, scheduling,
or capacity issues

Operations /
Leadership / HR

Review approved operational
adjustments

Weak Internal
Communication

Establish clear update and feedback
routines

Department Head Review communication

Employee Policy
Concerns

Review the concern under authorized
HR procedures

effectiveness
HR / Authorized Communicate an appropriate
Management outcome or status

12.7. Employee Turnover and Retention Analysis Guide

Participants learn to calculate and interpret selected workforce indicators.

lllustrative Formula or Approach Interpretation

Voluntary Turnover
Rate

Voluntary separations during the period + average
employee headcount x 100

Percentage of average headcount
represented by voluntary departures

Total Turnover Rate

Total separations during the period + average employee
headcount x 100

Overall employee separation rate

Cohort Retention
Rate

Employees from the starting cohort still employed at
period-end + employees in that cohort at the beginning x

Retention of the original employee group

100
Early Attrition Rate Relevant early departures + the defined new-hire cohort x ||Departures W|th|n the chosen early
100 employment window

Regrettable Turnover

Departures meeting consistently defined regrettable-
turnover criteria

Loss of employees considered especially
important to retain
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survey items
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Engagement Survey

Favorability Favorable responses + valid responses x 100

Survey Response
Rate

Important: Organizations must define their population, period, denominators, and reporting rules consistently. Turnover rates
and cohort retention rates do not necessarily sum to 100% because they may use different populations and denominators.

Valid responses + eligible participants x 100 Survey participation level

12.8. Retention Risk and Root Cause Analysis Worksheet

Participants assess:
o What retention problem is being observed?
¢ Which employees or roles are affected?
e What verified evidence is available?
o What employee feedback supports the concern?
o What possible causes have been identified?
e  Which causes require additional verification?
o What is within managerial control?
e What requires HR intervention?
e What requires leadership or policy decisions?
o What intervention best addresses the likely cause?

Expected Application: Participants avoid relying on unsupported assumptions when determining why employees leave.

12.9. Employee Engagement Initiative Prioritization Matrix

Proposed Initiative |Identified Problem |Potential Impact Feasibility llzzft;;onsmle

i High, wh .
Regular Manager- Limited feedback and 'ah, W .ere .marlageme.rjt Generally achievable Department
communication is a verified

Employee Check-Ins |[communication issue with manager support ||Managers

Requires HR and
Early employee attrition||Potentially high department
coordination

Improved New-Hire
Onboarding

HR / Department
Heads

Skills Development Limited growth Requires resources and|HR / L&D /

Potentially high

Pathways opportunities career planning Leadership

Recognition Employees feel Depends on identified needs Often achievable with Managers / HR

Improvement undervalued clear standards

Workload Review Persistent workload Potentially high May. r.equwe structural Operatlor?s /
concerns decisions Leadership

Employee Listening Employges Iac!< Depends on trust and follow- Reqwre; safeguard§ HR / Management

and Feedback appropriate voice through and action ownership

The ratings should be established using actual organizational evidence rather than copied automatically from illustrative
examples.
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12.10. Employee Engagement and Retention Scorecard

Performance Area \ Possible Indicator

|Engagement HEmponee engagement or survey favorability trend “Monitor employee experience
|Retention HCohort retention rate “Assess employee continuity
|Turnover HVquntary turnover rate “Identify employee departure patterns
|Critica| Talent HRegrettabIe turnover “Monitor loss of critical contributors

|Manageria| EngagementHCompIetion and quality of appropriate employee check-insHMonitor managerial practices

|
|
|
|
|New-Hire Experience HEarIy attrition HEvaIuate initial employment experiencel
|
|
{
|

|Recognition HConsistency and fairness of recognition activities HAssess recognition implementation
|Development HCompIetion of relevant development commitments HMonitor employee growth support
|Emp|oyee Voice HProgress on agreed employee feedback actions HAssess follow-through
|Engagement Initiatives HPercentage of approved actions completed HMonitor execution accountability

The scorecard should not be used to pressure employees into positive survey responses or penalize managers solely for
outcomes beyond their reasonable control.

12.11. 30-60-90-Day Engagement and Retention Action Plan

lllustrative Actions Expected Outputs

First 30 Diagnose and Review existing data; identify priority concerns; validate|[Engagement and Retention Priority
Days Prioritize findings; establish owners List

Launch targeted interventions; strengthen manager

Days 31— ||Implement and . . Engagement Initiative
. check-ins; address approved improvements; .
60 Communicate . Implementation Report
communicate progress
. . . . . Engagement and Retention
Days 61— ||Review and Assess early implementation; examine available
. L . Progress Scorecard and Next-Step

90 Improve feedback; review indicators; adjust interventions

Plan

For organizations beginning without reliable baseline information, the first 30 days may require additional data collection and
validation.

13. TRAINING METHODS AND MSS ENTERTRAINMENT® APPROACH

The program follows MSS Corporation's EnterTRAINment® methodology, emphasizing purposeful participation, realistic
employee situations, evidence-based decision-making, and workplace application.

Approximately 30% of the net learning time consists of:
e Concise Facilitator Discussions.
e Practical Explanations of Engagement and Retention Concepts.
o Demonstrations.
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e Guided HR and Management Examples.
e Facilitated Learning Synthesis.
e  Structured Feedback.

Approximately 70% consists of:
o Employee Engagement Reality Checks.
o Engagement Driver Analysis.
e Turnover and Retention Data Exercises.
e Employee Journey Mapping.
e Managerial Behavior Assessments.
¢ Manager-Employee Conversation Role-Plays.
e Recognition Design Challenges.
o Employee Feedback Processing.
e Stay Interview Simulations.
e Career Development Planning.
¢ Retention Root Cause Analysis.
e Engagement Initiative Prioritization.
¢ HR and Manager Responsibility Mapping.
¢ Engagement Scorecard Development.
¢ 30-60-90-Day Action Planning.
e Management Strategy Presentations.
e Peer and Facilitator Feedback.

The emphasis is on helping participants make better engagement and retention decisions—not simply memorizing lists of
activities or motivational techniques.

14. TARGET PARTICIPANTS

This Employee Engagement and Retention Training in the Philippines is recommended for:
e Human Resources Managers.
e Human Resources Business Partners.
¢ HR Officers and HR Generalists.
o Employee Engagement Officers.
¢ Employee Relations Professionals.
e Employee Experience Specialists.
e Talent Management Professionals.
¢ Organizational Development Practitioners.
e Learning and Development Managers.
e Learning and Development Specialists.
e Compensation and Benefits Professionals Involved in Retention Initiatives.
e Talent Acquisition Managers.
o Workforce Planning Professionals.
e Department Heads.
e Operations Managers.
e Branch Managers.
e Team Leaders.
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e Supervisors.

e People Managers.

e Business Unit Heads.

e General Managers.

e Senior Management Teams.

e Business Owners and Entrepreneurs.

e Organizational Leaders Responsible for Employee Engagement and Retention.

The program is particularly relevant to organizations seeking to improve collaboration between HR and line managers in
addressing employee concerns, strengthening engagement, and managing preventable employee turnover.

15. INDUSTRIES THAT MAY BENEFIT

The program may be customized for:
e Business Process Outsourcing.
e Shared Services.
e Retail.
e Manufacturing.
e Banking and Financial Services.
e Insurance.

¢ Hospitality.
e Hotels and Resorts.
e Tourism.

e Healthcare.

e Pharmaceuticals.

o Distribution.

e Logistics.

e Warehousing.

e Telecommunications.

e Information Technology.
e Professional Services.

e Real Estate.

e Property Management.
e Construction.

e Engineering.

e Food and Beverage.

e Automotive.

e Energy and Utilities.

e Cooperatives.

¢ Nonprofit Organizations.
e Educational Institutions.
e Other Organizations Seeking Stronger Employee Engagement and Retention.

Relevant challenges may differ significantly by industry.



MSS SUCCESS SPACES
Units 2K~2L, 2nd Floor E.C. Valle Commercial Center M.L.
Quezon Avenue Brgy. San Isidro, Angono, Rizal

™
M-S

MAKING STRONG SUCCESS

(02) 7255 5568

0995 846 2495 0917 123 1017

info@msscorporation.com.ph

www.MSSCorporation.com.ph ‘

For example, an organization experiencing high early employee attrition may need stronger onboarding and job expectation
management, while an organization struggling to retain experienced technical professionals may need more focused career
development, succession planning, or role design improvements.

®@0e06 ©

16. RECOMMENDED NUMBER OF PARTICIPANTS
In-House Corporate Training
Recommended Group Size: Approximately 12—-20 Participants

This allows meaningful participation in:
e Engagement Diagnostics.
e Turnover Analysis.
o Employee Feedback Exercises.
e Stay Interview Role-Plays.
e Managerial Engagement Simulations.
e Group Strategy Workshops.
¢ Retention Action Planning.
o Facilitator Feedback.

A cross-functional group consisting of HR professionals, department heads, and selected managers may be particularly useful
because engagement and retention initiatives often require shared organizational accountability.

Larger groups may be accommodated through structured breakout teams, additional facilitation support, or multiple batches.
Public Seminars
Recommended Group Size: Approximately 15-25 Participants

This supports:
e Interactive HR and Management Case Analysis.
e Cross-Industry Learning.
e Employee Engagement Exercises.
e Retention Strategy Workshops.
e Stay Interview Practice.
e Peer Feedback.
e Professional Networking.

Actual participant capacity should be based on the delivery mode, venue, practical exercise requirements, and facilitator
support.
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17. DELIVERY OPTIONS

The program may be delivered through:
e Face-to-Face In-House Corporate Training.
¢ Onsite Corporate Training.
o Offsite Corporate Workshops.
e Live Online Instructor-Led Training.
e Hybrid Training.
e Public Employee Engagement and Retention Seminars.
e HR Development Programs.
¢ Employee Engagement Workshops.
e Leadership and Management Development.
o Employee Experience Improvement Programs.
e Talent Retention Workshops.
e Managerial Engagement Development.
e Multi-Session Engagement and Retention Programs.

Face-to-face delivery is especially suitable for strategy workshops, collaborative diagnostics, stay interview simulations, and
organizational action planning.

Live online delivery may incorporate digital diagnostic worksheets, breakout-room discussions, online employee cases,
collaborative action-planning tools, and virtual presentations.

18. AVAILABLE PROGRAM FORMATS

18.1. Half-Day Employee Engagement and Retention Essentials
Duration: Approximately Four Hours
Number of Modules: Exactly Two

Module 1: Understanding Employee Engagement, Retention, and Employee Needs

Topics and Subtopics:

1. Employee Engagement and Retention Fundamentals
¢ Employee Engagement Versus Satisfaction.

Employee Retention and Turnover.

Business Implications.

¢ Common Engagement Myths.

2. Drivers of Employee Engagement
e Leadership.
e Recognition.
e Development.
o Workplace Relationships.
e Workload and Resources
e Fairness and Employee Voice.
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3. Understanding Employee Experiences
e Employee Lifecycle.
e Important Employee Touchpoints.
e Engagement Surveys.
o Employee Feedback.
¢ Identifying Retention Concerns.

Major Activity: Employee Engagement and Retention Diagnostic Challenge

Participants analyze a fictional workplace case and identify key engagement drivers, employee concerns, and possible
retention risks.

Expected Outputs:
o Employee Engagement Drivers Checklist.
¢ Initial Engagement and Retention Diagnostic Worksheet.

Module 2: Practical Managerial Engagement and Employee Retention Strategies

Topics and Subtopics:
1. Managerial Engagement Practices

e Trust.
e Employee Check-Ins.
o Feedback.

e Recognition.
e Employee Voice.

2. Employee Retention Fundamentals
e Career Development.
e Stay Conversations.
e Workload and Wellbeing.
e Understanding Retention Concerns.

3. Engagement and Retention Action Planning
e |dentifying Priority Issues.
e Selecting Practical Interventions.
e Assigning Responsibilities.
e Monitoring Progress.

Major Activity: Build an Employee Engagement and Retention Improvement Plan
Participants design a focused set of actions addressing the priority issues identified in the case.
Expected Outputs:

o Employee Engagement and Retention Action Checklist.
e Initial Workplace Improvement Plan.
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18.2. One-Day Employee Engagement and Retention Training
Duration: 8:00 AM-5:00 PM
Number of Modules: Exactly Four

Recommended for the complete MSS E.N.G.A.G.E.™ Employee Engagement and Retention Framework.

The modules are:
1. Understand Why Employees Engage or Leave.
2. Build the Everyday Engagement Experience.
3. Give Employees Reasons to Stay.
4. Turn Engagement Into Action.

The program includes 12 major learning activities and practical outputs involving diagnostics, employee conversations,
retention analysis, engagement initiative design, and implementation planning.

18.3. Two-Day Intensive Employee Engagement and Retention Workshop

Recommended when organizations need deeper learning and more extensive strategy development involving:
e Employee Engagement Diagnostics.
e Turnover and Retention Analysis.
o Employee Experience Mapping.
e Employee Listening Systems.
e Leadership and Managerial Engagement.
e Employee Recognition.
e Career and Development Strategies.
e Stay Interviews.
o Workload and Wellbeing Considerations.
e Retention Root Cause Analysis.
e Engagement Strategy Design.
e Initiative Prioritization.
e Engagement and Retention Scorecards.
e Implementation Planning.
e Governance and Review.

The two-day format allows more detailed analysis and greater time for developing organization-specific interventions.
18.4. Three-Day Employee Engagement and Retention Strategy Development Workshop

Recommended for organizations seeking a more extensive strategy workshop involving HR, management, and departmental
leaders.

Day 1 — Employee Engagement and Retention Diagnosis
e Current Employee Engagement Situation.
o Employee Experience Analysis.
e Turnover and Retention Trends.
e Survey and Feedback Review.
e Employee Journey Mapping.
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e Priority Engagement Problems.

Day 2 — Engagement and Retention Strategy Development
e Managerial Engagement Practices.
o Employee Voice and Recognition.
e Development and Career Opportunities.
o Workload and Organizational Support.
e Retention Interventions.
e Engagement Strategy Prioritization.

Day 3 — Implementation, Governance, and Measurement
e Engagement Initiative Design.
¢ HR and Managerial Responsibilities.
e Resource Requirements.
e Employee Communication.
e Engagement and Retention KPlIs.
e 30-60-90-Day Implementation Roadmap.
¢ Governance and Review.
e Management Presentation of Recommended Initiatives.

If the organization requires original engagement survey administration, confidential employee interviews, detailed statistical
analysis, or a formal diagnostic report, these should be included through a separate or expanded consultancy scope.

18.5. Multi-Session Employee Engagement and Retention Development Program
The program may be divided into shorter sessions over several weeks or months.

Between sessions, participants may complete workplace assignments involving:
e Employee Listening.
e Engagement Data Review.
e Stay Interviews.
e Managerial Check-Ins.
e Recognition.
e Development Conversations.
e Retention Risk Analysis.
e Initiative Implementation.
o Employee Feedback Review.
e Engagement Scorecard Monitoring.

This format is particularly appropriate when the organization intends to implement and monitor actual changes during the
development program.
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19. CUSTOMIZATION FOR IN-HOUSE CORPORATE TRAINING

MSS Corporation may customize the program according to the requesting organization's employee engagement situation,
business challenges, workforce characteristics, and HR priorities.

Customization may incorporate:
e Existing Employee Engagement Survey Results.
e Employee Pulse Survey Findings.
e Voluntary Turnover Data.
o Regrettable Turnover.
o New-Hire Attrition.
e Exit Interview Summaries.
¢ Anonymized Employee Feedback.
e Organizational Structure.
o Departmental Management Practices.
e Recruitment and Onboarding Processes.
¢ Employee Recognition Programs.
e Learning and Development Opportunities.
e Career Development Practices.
e Performance Management Systems.
e Workload and Staffing Concerns.
¢ Employee Relations Issues.
e Workplace Culture Initiatives.
e HR Policies and Procedures.
e Existing Employee Engagement Activities.
e Engagement and Retention KPls.
e Leadership Priorities.

Actual employee information should be appropriately anonymized or otherwise processed under authorized, lawful
arrangements.

Example: Business Process Outsourcing Organization

Participants may focus on:
e Early Employee Attrition.
e Team Leader Engagement Practices.
e Coaching and Recognition.
e Work Schedules.
e Career Progression.
e High-Volume Employee Feedback.
e Stay Interviews.
e Retention Improvement.

Example: Manufacturing Company

Participants may focus on:
e Production Employee Engagement.
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e Supervisor—-Employee Relationships.
e Shift Work and Workload.

o Safety and Wellbeing.

e Recognition.

e Skills Development.

¢ Employee Voice.

o Departmental Turnover.

Example: Retail Organization

Participants may focus on:
e Branch Employee Engagement.
e Store Managerial Practices.
e Sales Associate Retention.
e Scheduling.
e Recognition.
¢ Onboarding.
e Career Development.
e Branch-Level Engagement Actions.

Example: Corporate Office or Shared Services Organization

Participants may focus on:
e Career Growth and Internal Mobility.
e Employee Development.
e Managerial Feedback.
e Employee Recognition.
o  Workload.
e Cross-Functional Collaboration.
e Organizational Trust.
e Retention of Critical Talent.

Example: Hospitality Organization

Participants may focus on:
e Frontline Employee Engagement.
o Work Schedules.
e Seasonal Workload.
e Managerial Recognition.
e Service Culture.
e Career Development.
o Employee Wellbeing.
e Guest Service Team Retention.

Customization Objective: Develop practical engagement and retention strategies that address the organization's actual
employee needs and business circumstances, rather than simply applying generic employee activity recommendations.
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20. APPLICATION FOR PUBLIC EMPLOYEE ENGAGEMENT AND RETENTION SEMINARS
For public seminars, participants may come from different organizations, industries, and people-management roles.

The program therefore emphasizes broadly applicable engagement and retention concepts while allowing participants to
relate the learning to their own workplace circumstances.

Public seminar learning activities may include:
o Employee Engagement Diagnostics.
e Retention and Turnover Exercises.
o Employee Experience Mapping.

e Managerial Engagement Scenarios.
¢ Recognition Planning.

¢ Employee Listening Simulations.

e  Stay Interview Practice.

¢ Retention Case Analysis.

e Engagement Strategy Prioritization.
e Action Plan Development.

The public seminar format is particularly suitable for:
¢ HR Professionals.
¢ Employee Engagement Officers.
o Employee Relations Practitioners.
o Talent Management Professionals.
¢ Organizational Development Practitioners.
e Learning and Development Professionals.
e Supervisors.
e Managers.
e Department Heads.
e Business Owners.
e Organizational Leaders.

Interested participants may inquire about available 2027 public seminar schedules, delivery formats, training venues,
registration requirements, participation fees, and program inclusions once confirmed.

21. RECOMMENDED LEARNING AND BUSINESS PERFORMANCE EVALUATION

MSS Corporation recommends evaluating Employee Engagement and Retention Training beyond participant satisfaction and
the number of employee activities conducted.

Evaluation should examine:
o What participants understood before training.
o What engagement and retention concepts they learned.
o What diagnostic and managerial skills they demonstrated.
e What initiatives they implemented after training.
o What employee experience improvements were observed.
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o Whether relevant engagement and retention indicators changed over time.

Recommended Evaluation Framework

Evaluation Stage\ Recommended Method What It Measures

Employee Engagement and Retention Knowledge
Assessment; Participant Self-Assessment

Before Training Baseline knowledge and understanding

During Trainin Diagnostic Exercises, Stay Interview Simulations, Application of engagement and retention
9 9 Retention Cases, and Group Workshops concepts

Immediately After ||Situational Post-Test, Action Plan Presentation, and Knowledge gained and demonstrated

Training Competency Assessment planning skills

30 Days After Implementation Review and Managerial Engagement Early workolace application

Training Practices Checklist y P bP

60 F)gys After Engagement Initiative Progress Review Corr?plienon of agreed initiatives and

Training preliminary feedback

%0 I.Da.ys After Employee Engagement and Retention Action Plan Review Implgmenta.tlon results, early trends, and

Training required adjustments

Longer-Term Engagement Survey Trends and Consistently Defined Possible sustained changes in employee

Review Retention Indicators experience and retention

Meaningful retention changes may require observation beyond 90 days, particularly in organizations with relatively low
turnover or small employee populations.

Sample Employee Engagement and Retention Competency Assessment

A five-point behavioral rating scale may be used:
1 — Needs Significant Improvement

2 — Developing

3 — Meets Basic Expectations

4 — Proficient

5 — Highly Proficient

Competency Observable Performance Indicator

|Engagement Knowledge HEprains engagement and retention concepts accurately
|Diagnostic Thinking HUses relevant information to identify engagement concerns
|Turnover Analysis Hlnterprets basic employee retention and turnover indicators

|Employee Experience Awareness Hldentifies important employee lifecycle experiences

|Employee Listening HDemonstrates purposeful questioning, empathy, and clarification
|Recognition Planning HDesigns relevant, fair, and meaningful recognition practices

|Career and Development Support Hldentifies realistic opportunities for employee growth

|
|
|
|
|Manageria| Engagement HRecommends appropriate managerial engagement behaviors ’
|
|
|
|

|Stay Interview Skills HConducts supportive, non-coercive retention conversations
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|Retention Strategy Development HMatches interventions with identified concerns ‘
|Initiative Prioritization HConsiders likely impact, feasibility, and organizational resources ‘
|Action Planning HDeveIops practical actions, owners, schedules, and indicators ‘
|Privacy and Fairness HRecognizes confidentiality and responsible information-handling requirements ‘
|Implementation Accountability HEstainshes appropriate follow-through and review arrangements |

Possible Post-Training Performance Indicators

Organizations may monitor:
e Employee Engagement Survey Trends.
o Employee Pulse Survey Favorability.
o Employee Feedback Themes.
e Voluntary Turnover Rate.
e Regrettable Turnover.
o New-Hire Attrition.
e Cohort Retention Rate.
e Stay Interview Implementation.
e Manager-Employee Check-In Quality.
o Employee Development Plan Progress.
o Employee Recognition Practices.
e Engagement Initiative Completion.
e Resolution or Progress on Approved Employee Concerns.
e Supervisor Engagement Behavior Assessments.
o Employee Experience Improvement Actions.

Interpreting Engagement and Retention Results
Organizations should avoid simplistic conclusions.
For example:

An improvement in employee engagement survey scores does not automatically prove that one training program caused the
change.

A reduction in employee turnover may be influenced by labor market conditions, compensation changes, business cycles,
workforce composition, and other factors.

An increase in reported employee concerns may indicate greater trust in reporting channels rather than deterioration in
workplace conditions.

An increase in survey participation may improve information quality, but it does not automatically indicate higher engagement.

Accordingly, organizations should assess implementation progress, managerial behaviors, employee feedback, and workforce
outcomes together.

The objective should not merely be:
"Did participants learn employee engagement strategies?"
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A stronger evaluation question is:

"Can participants now diagnose engagement and retention problems more accurately, conduct meaningful employee
conversations, implement relevant interventions, and demonstrate responsible follow-through on identified workplace
concerns?"

22. PROFESSIONAL, ETHICAL, PRIVACY, AND ORGANIZATIONAL BOUNDARIES

Employee engagement and retention initiatives involve real employees, their experiences, personal information, working
conditions, and relationships with management.

Consequently, organizations must conduct these initiatives responsibly.
22.1. Employee Privacy and Confidentiality

Participants should recognize the importance of:
e Collecting Only Relevant Employee Information.
e Explaining the Purpose of Employee Feedback Collection.
o Establishing Appropriate Information Access.
e Protecting Employee Survey Responses.
e Securing Employee Records.
¢ Avoiding Unnecessary Disclosure.
e Following Appropriate Data Retention Procedures.
e Limiting Access to Sensitive Personnel Information.
e Using Aggregated Information Where Suitable.
e Following Authorized HR and Data Protection Procedures.

Under the Philippine Data Privacy Act and its Implementing Rules and Regulations, personal data processing is subject to
relevant requirements, including transparency, legitimate purpose, and proportionality.

22.2. Employee Survey Confidentiality
Organizations should avoid promising complete anonymity when responses may be identifiable.

For example, reporting survey responses from a department with only two or three employees may make individual
respondents recognizable even when names are omitted.

Organizations should:
o Explain Whether Responses Are Anonymous or Confidential.
e Clarify Who May Access Individual Responses.
o Apply Appropriate Reporting Thresholds.
e Avoid Unnecessary Personal Identifiers.
o Use Aggregated Results Where Appropriate.
e Protect Survey Records.
e Prevent Inappropriate Retaliation.
e Communicate Results Responsibly.
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Employee survey tools, systems, and data-processing arrangements should be reviewed by authorized HR and Data
Protection personnel.

22.3. Fair and Non-Coercive Retention Practices

Retention initiatives should not involve:
e Pressuring Employees to Remain.
e Punishing Employees for Expressing Career Interests.
e Manipulating Employees Through Guilt.
e Making Unauthorized Compensation Promises.
e Restricting Lawful Employee Opportunities.
e Using Intrusive Monitoring to Predict Resignations.
¢ Discriminatory Retention Decisions.
e Retaliation Against Employees Who Raise Concerns.
e Concealing Material Employment Information.

Employee retention should be supported through lawful, fair, transparent, and constructive employment practices.
22.4. Appropriate Management and HR Responsibilities

Organizational Leaders should support engagement through business decisions, working conditions, leadership behavior,
resources, and organizational accountability.

Human Resources should support engagement diagnosis, employee feedback systems, retention analysis, policy guidance,
initiative coordination, and people-related governance.

Line Managers should strengthen everyday employee experiences through communication, coaching, recognition, fair
treatment, developmental support, and appropriate follow-through.

Employees should have reasonable opportunities to provide input and participate in relevant initiatives without being held
responsible for organizational problems outside their control.

22.5. Employee Engagement Is Not a Substitute for Employment Compliance

Employee engagement activities cannot substitute for appropriate:
o Compensation and Statutory Benefits.
¢ Working Conditions.
e Occupational Safety and Health.
e Workplace Harassment Prevention.
e Fair Employment Practices.
o Employee Relations Procedures.
e Authorized Grievance Mechanisms.
e Compliance With Applicable Philippine Employment Requirements.

The program introduces awareness of these considerations but does not provide comprehensive Philippine Labor Law
training or specialist legal advice.
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This program develops practical employee engagement and retention knowledge, managerial behaviors, diagnostic skills, and
action-planning competencies.
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22.6. Program Scope and Limitations

It does not automatically include:
e Administration of a Company-Wide Employee Engagement Survey.
o Development of a Psychometrically Validated Engagement Instrument.
¢ Individual Employee Psychological Assessment.
e Comprehensive Confidential Employee Interviews.
e Advanced Predictive Employee Turnover Modeling.
e Comprehensive Compensation Benchmarking.
o Full Career Architecture Design.
¢ Organizational Restructuring.
e Implementation of HR Information Systems.
e Formal Employment Law Advice.
e Guaranteed Turnover Reduction.
e Full Organizational Development Consultancy.

These may be addressed through separately scoped services.

The central principle is to strengthen employee engagement and retention through relevant, fair, evidence-informed, and
sustainable workplace practices.

23. FREQUENTLY ASKED QUESTIONS

What is Employee Engagement Training in the Philippines?

Employee Engagement Training in the Philippines is a practical development program that helps HR professionals, managers,
supervisors, and organizational leaders understand employee engagement drivers and develop workplace practices that
encourage employee commitment, motivation, participation, and meaningful contribution.

It may cover employee experience, recognition, managerial communication, development, employee voice, and engagement
planning.

What is Training on Employee Engagement in the Philippines?

Training on Employee Engagement in the Philippines equips participants with the knowledge and skills required to assess
engagement concerns, strengthen employee experiences, improve managerial engagement behaviors, and design relevant
initiatives that respond to organizational needs.

What is Employee Retention Training in the Philippines?

Employee Retention Training in the Philippines focuses on identifying why employees leave, recognizing avoidable turnover
risks, conducting retention conversations, improving employee experiences, and developing strategies that support employee
continuity.

It may include turnover analysis, stay interviews, career development, managerial practices, and retention action planning.
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Training on Employee Retention in the Philippines teaches participants how to analyze employee turnover, understand
retention drivers, identify appropriate interventions, and improve organizational efforts to retain valuable employees.
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What is Employee Engagement and Retention Training in the Philippines?
Employee Engagement and Retention Training in the Philippines combines engagement and retention competencies into one
practical development program.

It helps organizations understand employee needs, strengthen everyday work experiences, improve managerial practices,
identify turnover risks, and develop measurable engagement and retention strategies.

What is Engaging Employees Training in the Philippines?
Engaging Employees Training in the Philippines develops the ability of managers and HR professionals to encourage
employee involvement, trust, recognition, participation, development, and meaningful workplace contribution.

What is Training on Engaging Employees in the Philippines?

Training on Engaging Employees in the Philippines helps participants apply practical engagement behaviors, including
employee listening, constructive feedback, recognition, team communication, developmental support, and employee
participation.

What is Retaining Employees Training in the Philippines?
Retaining Employees Training in the Philippines develops practical strategies for understanding and addressing preventable
reasons employees leave an organization.

It may include retention analysis, employee development, stay conversations, workplace support, employee feedback, and
targeted interventions.

What is Training on Retaining Employees in the Philippines?

Training on Retaining Employees in the Philippines equips HR professionals and managers with the tools needed to identify
retention concerns, understand employees' experiences, conduct retention conversations, and develop appropriate
workplace improvement actions.

What is Engaging and Retaining Employees Training in the Philippines?

Engaging and Retaining Employees Training in the Philippines combines employee engagement practices with retention
management, helping organizations develop stronger employee relationships, meaningful workplace experiences, and
practical approaches to reducing preventable turnover.

What is Training on Engaging and Retaining Employees in the Philippines?

Training on Engaging and Retaining Employees in the Philippines helps participants identify engagement and retention
drivers, strengthen managerial practices, provide development and recognition, understand employee concerns, and
implement appropriate improvement plans.

What is the difference between employee engagement and employee retention?
Employee engagement concerns employees' connection, involvement, commitment, and enthusiasm toward their work and

organization.

Employee retention concerns whether employees remain employed with the organization over time.
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An employee may stay without being engaged, and an engaged employee may still resign.

Is employee engagement the same as employee satisfaction?
No.

Employee satisfaction generally concerns how employees evaluate aspects of their employment experience.

Employee engagement involves a broader psychological connection and involvement with work and organizational goals.
A satisfied employee is not necessarily highly engaged.

Is employee engagement the same as employee motivation?
They are related but not identical.

Employee motivation concerns the forces influencing effort and behavior, while engagement involves a broader connection
with work, contribution, and organizational involvement.

Motivation strategies may support engagement but do not automatically address every engagement driver.

Why do companies need Employee Engagement and Retention Training?
Companies may require this training when experiencing:

¢ Employee Disengagement.

e Increasing Resignations.

e Loss of High Performers.

e Low Morale.

o Weak Employee Recognition.

e Managerial Engagement Problems.

e Limited Development Opportunities.

e Unresolved Employee Concerns.

e Poor Follow-Through on Engagement Surveys.

o Difficulty Establishing Measurable Engagement Programs.

Who should attend Employee Engagement and Retention Training?

The program is recommended for HR Managers, HR Business Partners, Employee Engagement Officers, Organizational
Development Professionals, Talent Management Professionals, supervisors, managers, department heads, and organizational
leaders.

Is this program suitable for HR professionals?
Yes.

HR professionals may use the program to strengthen engagement diagnosis, turnover analysis, employee listening, retention
interventions, initiative design, measurement, and organizational coordination.

Is this program suitable for supervisors and managers?
Yes.

Supervisors and managers have substantial influence on employees' everyday experiences.
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The training develops practical managerial behaviors such as recognition, regular check-ins, constructive feedback,
developmental support, employee listening, and appropriate follow-through.
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Does this program teach employee engagement strategies?
Yes.

Participants learn how to assess engagement drivers, identify priority concerns, and develop strategies involving leadership,
recognition, employee voice, development, workplace support, and managerial accountability.

Does the training cover employee motivation?
Yes.

Employee motivation is discussed as a related contributor to engagement.

However, the program goes beyond motivation by addressing employee experiences, management practices, organizational
conditions, and retention strategies.

Does the program include employee engagement surveys?
Yes, at a practical introductory level.

Participants learn how engagement survey findings and pulse feedback may be interpreted and translated into appropriate
interventions.

Designing and administering a comprehensive organization-wide engagement survey may require a separately scoped
engagement.

Does it cover employee turnover analysis?
Yes.

Participants learn basic retention and turnover concepts, including voluntary turnover, involuntary turnover, regrettable
turnover, early attrition, and consistently defined retention indicators.

Does it include employee stay interviews?
Yes.

Participants practice conducting supportive, structured stay interviews to understand what employees value, what challenges
they face, and what changes may positively influence their decision to remain.

What is the difference between a stay interview and an exit interview?
A stay interview is conducted while the employee remains with the organization and focuses on understanding present
experiences and potential retention concerns.

An exit interview is generally conducted as an employee prepares to leave and focuses on understanding the departure and
related experiences.
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Does this training cover employee recognition?
Yes.

Participants learn to develop recognition practices that are timely, specific, meaningful, fair, and connected to actual
contributions.

Does the program teach employee engagement activities?
Yes.

Participants learn how to select and design engagement initiatives based on diagnosed needs.

However, the program emphasizes that social events and motivational activities are only part of a broader engagement
strategy.

Does it include employee career development and growth?
Yes.

The training discusses how learning opportunities, coaching, mentoring, career conversations, internal mobility, and
meaningful assignments may influence engagement and retention.

Does it cover employee wellbeing?
Yes, at a managerial and organizational awareness level.

Participants examine workload, work arrangements, support, safety, and wellbeing considerations that may affect employee
experience.

The program does not provide clinical mental health assessment or treatment.

Does it cover workplace culture?
Yes.

The program addresses aspects of workplace culture connected to trust, fair treatment, recognition, employee voice,
leadership behavior, and team belonging.

For comprehensive organizational culture assessment and transformation, a specialized Workplace Culture or Organizational
Development engagement may be more appropriate.

Is Employee Engagement and Retention Training different from Employee Experience Training?
Yes.

Employee Engagement and Retention Training focuses on employee commitment, engagement drivers, turnover risks, and
retention strategies.

Employee Experience Training generally provides broader attention to the employee journey and organizational touchpoints
throughout employment.

The two subjects overlap but have different primary emphases.
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Can this training help organizations reduce employee turnover?
The program develops the diagnostic and managerial competencies needed to identify preventable turnover factors and
implement relevant retention actions.

However, no training can guarantee a particular reduction in resignations because employee decisions and organizational
outcomes are influenced by multiple factors.

Can the training be customized using our actual turnover and engagement survey results?
Yes.

For in-house engagements, MSS Corporation may incorporate appropriately authorized, anonymized, or aggregated
engagement survey results, turnover information, employee feedback, and HR reports.

This allows exercises and action planning to reflect the organization's actual priorities.

Can this training be delivered online?
Yes.

Live online delivery may incorporate virtual case discussions, engagement diagnostic exercises, stay interview simulations,
breakout-room workshops, and collaborative action planning.

Is the program available as a public seminar?
The program is designed for both public seminar and customized in-house delivery.

Interested participants may inquire about available 2027 public seminar schedules, registration arrangements, venues,
delivery formats, and participation fees once confirmed.

How many participants are recommended?
Approximately 12-20 participants are recommended for intensive in-house training.

For public seminars, approximately 15-25 participants may provide an appropriate balance of interaction, learning practice,
and facilitator feedback.

Is one day enough for Employee Engagement and Retention Training?
One day provides a comprehensive introduction to the MSS E.N.G.A.G.E.™ Framework and its practical application.

Organizations requiring more extensive diagnostics, strategy development, employee interviews, or implementation planning
may select a two-day or three-day workshop or a broader consultancy engagement.

Does the training include an action plan?
Yes.

The one-day program includes the development of a practical 30-60-90-Day Employee Engagement and Retention Action
Plan.

How can organizations measure training effectiveness?
Organizations may use:
e Pre-Training Assessments.
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o Post-Training Assessments.

e Employee Engagement Case Simulations.

e Stay Interview Assessments.

e Action Plan Reviews.

e Managerial Behavior Observation.

e Engagement Initiative Implementation Monitoring.
e Employee Feedback Trends.

¢ Relevant Retention Measures.

Is the training suitable for Philippine government agencies?
The general engagement, recognition, leadership, and employee development concepts may also be relevant to government
organizations.

However, content involving personnel policies, employment conditions, performance management, employee relations, and
other regulatory matters should be adapted to applicable Philippine public-sector rules and organizational requirements.

Will the training guarantee higher employee engagement survey scores?
No.

The program develops knowledge, skills, and action plans that can help organizations improve engagement practices.

Actual survey results depend on the quality of implemented changes, employee experiences, management support, and other
organizational factors.

24. RELATED MSS CORPORATION HUMAN RESOURCES AND LEADERSHIP TRAINING PROGRAMS

Organizations seeking broader or more specialized people-management capabilities may also consider:
¢ HR for Non-HR Managers Training.
e Human Resource Management Fundamentals Training.
e Strategic Human Resources Training.
e Human Resources Business Partnering Training.
o Employee Experience Training.
e  Workplace Culture Training.
e Employee Motivation Training.
e Leadership Development Training.
e Supervisory Development Training.
e Management Development Training.
e Coaching and Mentoring Skills Training.
e Performance Management Training.
e Employee Recognition and Rewards Training.
e Organizational Development Training.
e Talent Management Training.
e Succession Planning Training.
e Career Development Planning Training.
e Workforce Planning Training.
¢ HR Analytics Training.
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o Employee Relations Training.
e  Workplace Communication Skills Training.
o Workplace Wellbeing Training.

These programs complement Employee Engagement and Retention Training by addressing related leadership, HR, employee
experience, organizational culture, and talent management competencies.

25. WHY CHOOSE MSS CORPORATION FOR EMPLOYEE ENGAGEMENT AND RETENTION TRAINING IN THE
PHILIPPINES?

25.1. The Program Addresses Both Engagement and Retention

Participants learn to differentiate employee engagement from employee retention and recognize how both influence
organizational performance.

The program does not assume that improving engagement automatically eliminates employee turnover.
25.2. The MSS E.N.G.A.G.E.™ Framework Provides a Structured Approach

Participants learn six practical disciplines:
Examine — Notice — Grow Trust — Activate — Give Growth — Execute and Evaluate

The framework helps participants move from understanding problems to developing and implementing appropriate solutions.
25.3. The Program Goes Beyond Employee Events and Motivational Activities

The training emphasizes meaningful employee experiences and workplace practices involving:
e Leadership.
e Work Expectations.
e Recognition.
e Development.
e Employee Voice.
e Workload and Support.
e Organizational Trust.
e Career Opportunities.
e Retention Risks.

25.4. Employee Engagement and Retention Are Treated as Shared Responsibilities

The program recognizes that HR professionals, organizational leaders, and line managers contribute differently to employee
engagement and retention.

Participants learn how to clarify roles and strengthen coordination.
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25.5. The Program Encourages Evidence-Based Decisions

Participants practice reviewing:
o Employee Feedback.
e Engagement Results.
e Turnover Trends.
e Exit Interview Themes.
e Employee Journey Concerns.
e Managerial Practices.
e Retention Indicators.

This reduces reliance on unsupported assumptions.

25.6. Managers Practice Actual Employee Conversations

The program includes employee engagement check-ins, stay interview simulations, and practical communication exercises.
25.7. Recognition and Employee Voice Are Developed Practically

Participants design meaningful recognition approaches and employee feedback response plans instead of relying only on
general recommendations.

25.8. The Program Integrates Development and Retention

Participants learn how employee growth, learning opportunities, career conversations, meaningful work, and organizational
support can contribute to retention.

25.9. In-House Training Can Use Actual Company Engagement Challenges

The program may incorporate appropriately anonymized employee engagement findings, turnover information, management
practices, and organizational priorities.

25.10. MSS EnterTRAINment® Emphasizes Practical Application

Approximately 70% of the net learning time is designed around participant exercises, engagement diagnostics, simulations,
case analyses, discussions, and workshops.

25.11. Participants Leave With Practical Engagement and Retention Tools

The program produces:
o Employee Engagement Diagnostic Checklist.
o Employee Experience Journey Map.
e Managerial Engagement Behavior Checklist.
o Employee Listening and Check-In Guide.
e Employee Recognition Plan.
e Stay Interview Guide.
o Retention Risk Analysis Worksheet.
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e Employee Retention Strategy Matrix.

o Engagement Initiative Prioritization Matrix.
¢ Engagement and Retention Scorecard.

e 30-60-90-Day Action Plan.

25.12. The Program Connects Learning With Measurable Workplace Application
MSS Corporation emphasizes practical application, follow-through, and performance measurement.

Its published Employee Motivation Training Level 3 Case Study illustrates how the company has evaluated self-reported
application of employee motivation and engagement-related leadership behaviors after training.

The case study supports reported behavioral application; it does not establish a causal improvement in employee
engagement scores or retention outcomes.

25.13. Organizations May Extend the Training Into Consultancy

Where appropriate, the program may serve as an entry point for separately scoped services involving:
e Employee Engagement Surveys.
o Employee Experience Assessment.
e Turnover and Retention Analysis.
o Employee Listening Sessions.
e Engagement Strategy Development.
e Organizational Culture Assessment.
o Employee Engagement Action Planning.
e HR Analytics.
e Engagement Implementation Reviews.
e Leadership and Managerial Development.

Such services should be defined separately according to the organization's actual requirements.

26. CALL TO ACTION
YOUR EMPLOYEES MAY BE STAYING. BUT ARE THEY TRULY ENGAGED?

A company may have hundreds of employees, established HR policies, regular team-building activities, and employee
recognition programs.

But those things do not automatically mean employees feel engaged.
Some may be doing only what is required.
Others may be quietly dissatisfied.

Some may be looking for better opportunities.


https://msscorporation.com.ph/employee-motivation-training-level-3-case-study-philippines/?utm_source=chatgpt.com
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Others may be staying despite unresolved concerns.

Employee engagement should not be measured merely by attendance at company events. Employee retention should not be
treated simply as preventing resignations.

Organizations need to understand:
o Why Employees Become Engaged or Disengaged.
o What Employees Value About Their Work.
e What Influences Their Commitment.
e How Managers Affect the Employee Experience.
¢ Why Employees Consider Leaving.
o  Which Retention Problems May Be Preventable.
o What Engagement Initiatives Are Worth Implementing.
¢ How Results Should Be Measured.

MSS Corporation's Employee Engagement and Retention Training in the Philippines helps organizations develop practical,
evidence-informed strategies for strengthening employee experiences, improving managerial practices, addressing retention
concerns, and implementing sustainable engagement initiatives.

For Companies: Customized In-House Employee Engagement and Retention Training

MSS Corporation offers customizable corporate training engagements for organizations seeking to develop:
e Human Resources Teams.
e Employee Engagement Teams.
e Talent Management Professionals.
e Organizational Development Teams.
e Department Heads.
e Supervisors and Managers.
e Senior Leadership Teams.
e Cross-Functional Employee Engagement Committees.

The program may be tailored to your organization's:
o Employee Engagement Concerns.
e Turnover Trends.
o Employee Survey Findings.
o  Workplace Culture.
e Managerial Practices.
¢ Employee Development Opportunities.
e Recognition Programs.
o Employee Feedback Processes.
e Retention Priorities.
e Organizational Performance Objectives.
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Available Delivery Options:
e Face-to-Face Onsite Corporate Training.
o Offsite Corporate Workshops.
e Live Online Instructor-Led Training.
e Hybrid Training.
¢ Two-Day Intensive Employee Engagement and Retention Workshops.
e Three-Day Employee Engagement and Retention Strategy Development Workshops.
e Multi-Session Engagement Development Programs.
e Separately Scoped Engagement and Retention Consultancy.

Request a Customized Employee Engagement and Retention Training Proposal from MSS Corporation.
For Individuals and Small Teams: Public Employee Engagement and Retention Seminars

The program is also designed for individual HR professionals, Employee Engagement Officers, managers, supervisors,
department heads, Organizational Development practitioners, and people leaders.

Interested participants may inquire about:
e Available 2027 Public Seminar Dates.
e Training Venue.
e Delivery Mode.
¢ Registration Requirements.
e Participation Investment.
e Program Inclusions.
e Available Participant Slots.

Inquire About MSS Corporation's Employee Engagement and Retention Public Seminars.

Website: www.MSSCorporation.com.ph

Email: info@msscorporation.com.ph

Telephone: (02) 7255 5568

E.N.G.A.G.E.™ — UNDERSTAND THE PEOPLE. IMPROVE THE EXPERIENCE. STRENGTHEN THE COMMITMENT.
Examine employee engagement and retention. Notice employee needs and experiences. Grow managerial trust. Activate
recognition, voice, and belonging. Give employees opportunities to develop and thrive. Execute, evaluate, and sustain
meaningful improvements.

ENGAGE WITH PURPOSE. RETAIN WITH ACTION. BUILD A WORKPLACE PEOPLE CHOOSE.

With MSS, We Make Strong Success.


http://www.msscorporation.com.ph/
mailto:info@msscorporation.com.ph

