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The Honey and Glue 
Formula for Recruiting and 

Retaining the Best Staff
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Learning Objectives
• Design and implement a recruiting and 

onboarding process that creates a competitive 
advantage for attracting the best candidates.

• Design and implement a structured process to 
build a culture of ownership that enhances 
employee loyalty.

RecruitingandRetention...

is not one single word
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Recruit with 
the honey of 
pay and perks

Retain with the 
glue of values 
and culture
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Honey is the 
promises made

Glue is those 
promises kept
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Circling the drain...

A negative feedback loop 
where staffing shortages 
increase burnout which 
increases attrition which...
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Why this 

matters

Workers who strongly 
believe their organization 
cares about their 
wellbeing are >>>
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69%
Less likely to 
actively search 
for a new job 

5X
More likely to strongly 
advocate for their 
company as a good 
place to work
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71%
Less likely to report 
experiencing a lot of 
burnout

But...
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Responses from ACNL members October 2022

And these responses 
are from nurse leaders!

April 2020

Frontline staff don’t 
think it is a priority! 
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And only 2 in 10
Strongly agree that their 
leaders walk the talk on 
values

Tye, J: “Living Your Values” 
Nurse Leader, February 2020

Our Agenda
• Honey: Key strategies for talent 

acquisition
• Glue: Key strategies for talent retention
• Honey and Glue: Competing with values 

and culture
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Solena Barrera: 
The Honey of 
Attraction 
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In order to succeed in the 
competitive job market, you 
must have a flexible and 
adaptable talent acquisition 
strategy. 

Identify your unique selling 
points including workplace 
culture, development and 
advancement opportunities, 
and reputation.
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Use storytelling to show the 
positive impact your 
organization has had on team 
members, patients, and the 
communities you serve.

Engage your people in recruiting by 
encouraging them to share how their 
voices are heard and how they are 
appreciated 
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Transparency is the new gold standard

• Builds trust inside and outside

• Protects your organization in the 
event of crisis

• Attracts premium talent

Caution: Do not believe 
your own press clippings

Strategic Workforce 

Planning Components
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A CEO-led commitment to the 
plan and its execution.

Clearly defined purpose 
and goals tailored to the 
organization’s purpose 
and mission.
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Specific metrics related to 
financial goals for all 
stakeholders.

Management operating 
system to help track metrics 
and build human capital plan 
into daily operations.
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Employee Engagement 
Strategies, metrics and 
incentives directly aligned with 
patient-engagement strategies 
to promote desired behaviors.

Total Rewards Strategy that 
aligns professional development, 
pay and benefits, mentoring, and 
other elements to ensure 
meaningful engagement with 
each employee as a person.
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Supportive 

Nursing Culture

Commitment to meaningful 
onboarding and a full nurse 
orientation period.
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Nurse residency programs -
partnering with local nursing 
schools.

Career pathing and employee 
engagement opportunities 
(including “quiet-hiring”).
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Flexible scheduling and 
efficient workflows and 
processes.

Effective communication 
(transparency) and meaningful 
recognition.
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More resources allocated to 
nursing programs to facilitate 
the need for nurses.

Recruiting more minorities as 
healthcare professionals who 
have the same cultural 
background as patients will 
improve the quality of care to 
those populations.

43

44



23

Jamie Wiggins: 
The Glue of 
Retention

Pediatric Health Systems vs. 
Adult Health Systems 
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Leadership Strategies 

to Promote Retention

Start with your Big Why...

Then explain every small 
why in the context of that 
Big Why
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Explain the small why in the 
context of your Big Why...

Show how the “small why” 
decisions are appropriate for 
your culture.

Be visible...
No matter how visible you 
think you are, it is never 
enough.
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Show up where 
you are most 

needed and least 
expected

Create opportunities for staff to 
share immediate feedback and 
tell them what you will do to 
follow-up on their concerns.
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This is NOT 
showing up

Talk up the team...

People want to stay with 
people they are proud to 
work with.
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Have courageous 
conversations

We don’t talk about 
colleagues behind 
their backs in our 
department.
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Cowardly conversations convey...

 I am the only one who cares about you

 There is a solution available, “they” just 

will not give it to you

 I am an ineffective leader

 “They” are not doing anything

Expect every manager to act 
as if they own the decision they 
are expected to implement.
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The Power of Employee 

Resource Groups (ERG)

Voluntary staff-driven groups 
organized around shared 
interests, characteristics, or 
experiences
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A formal structure to deploy 
subject matter experts on 
matters of concern to the team

ERGs have a positive impact 
on workplace experience for 
staff
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ERGs have a positive impact 
on performance outcomes for 
the organization

Examples from Arkansas Children’s
 Black/African American
 Working moms of young children
 LGBTQ and allies
 S.A.F.E. (Special Diets, Allergen 

Free Environment
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ERGs create a competitive 
advantage for recruiting

Make the most of employee 
assistance programs...

Include onsite availability of 
supporting clinicians
Provide real-time peer-to-peer 
recognition and support
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Technology Alternatives

Growing number of platforms on 
the market aimed at improving 
engagement and retention 

Joe Tye: 
Turning Honey 
into Glue
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Review and if 

warranted revise your 

organization’s 

statement of values
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When people share a common 
set of values then you don’t 
need to dictate behavior with a 
lot of rules. 

72

A great statement of 

values is both: 

 Definitional 

 Aspirational  
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Tye J: “Living Your Values in Challenging 
Times,” Nurse Leader, March 2022

The process of defining and 
revising core values is more 
important than the statement 
itself.
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Engage your entire team (yes, 
including EVS) in a dialog 
about what your values really 
are, and what they should be. 

Questions you should ask 
about your organization’s 
statement of values...

Adapted from Tye J and Dent B: Building a 
Culture of Ownership in Healthcare second 
edition, Sigma, 2020 
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Do your values differentiate 
you from competitors (for 
patients, staff, donors, media 
coverage)?

Are these values embedded in 
workplace expectations, 
performance appraisal, and 
asset allocation?
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Are your people proud enough 
of these values to know them 
by heart? To share them at 
home?

Are your values authentic or do 
they look like they came out of 
a generic Values Statement 
Generator?
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What values did you see 
reflected by your team during 
the pandemic?

Courage

Dedication Above the call

Innovation Resilience 
Perseverance

Loyalty 
Fellowship 
Adaptability 

Pride 
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If these values are not in your 
current values statement, 
should they be?

Wrong tool 
for the job!
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Organizational values determine strategies 
but personal values shape culture.
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“People who are clearest about their 

personal vision and values are 

significantly more committed to their 

organizations.”

James Kouzes and Barry Posner: A Leader's Legacy

“The only natural law I’ve witnessed in three 
decades of observing successful people’s 
efforts to become more successful is this: 
People will do something – including changing 
their behavior – only if it can be demonstrated 
that doing so is in their own best interests as 
defined by their own values.” 

Marshall Goldsmith: What Got You Here Won’t Get You There
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“I got a whole new team and didn’t 
have to change the people because 
they changed themselves.”

Paul Utemark, (then) CEO
Fillmore County Hospital
Geneva, Nebraska

The acid test of living values

If a physician or a manager can get 

away with behavior that would get a 

housekeeper fired, then you are not 

really serious about your values.
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Create a Culture 

Blueprint that defines 

cultural philosophy 

and behavioral  

expectations
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From the CHNOLA Statement of Cultural Philosophy

7. We play so our children can play
We believe in the healing power of laughter, play and fun. We 

create an environment that encourages curiosity, playfulness, 

and joy to inspire hope, courage and optimism for our patients 

and their families. We make a point of smiling at people in 

corridors, we do our work with joy and enthusiasm, and we set 

an example of positive optimism for the children and the 

families we serve.
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Make a stronger 

commitment to 

fostering a culture 

of emotional safety

Psychological safety is the 
assurance that people can 
identify problems and mistakes, 
including their own, without fear 
of punishment, retribution, or 
humiliation.
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Psychological safety 
is about the 
organization.

Emotional safety is the 
assurance that leadership is 
committed to protecting the 
emotional health and wellbeing 
of staff from internal and 
external threats...
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... and to assuring that help is 
available for emotional stress 
or trauma without shame or 
stigma.

Emotional safety is 
about the individual.
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“Joy in work – or the lack there of –
not only impacts individual staff 
engagement and satisfaction, but 
also patient experience, quality of 
care, patient safety, and 
organizational performance.”

Perlo J, Balik B, Swensen S, Kabcenell A, Landsman J, Feeley D. IHI 
Framework for Improving Joy in Work. IHI White Paper. Cambridge, 
Massachusetts: Institute for Healthcare Improvement; 2017.
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It takes courage to 
model joy when the 
times are dark.

It takes courage to 
model joy that you 
do not feel yourself.
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A 3-word formula for 

fostering a Culture of 

Ownership...
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If something needs 
to be done, do it. 

If you need help, 
ask for it. 
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If apprehended, plea 
bargain for a better 
solution.
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Evaluate This Session
• Download the ACHE 

365 mobile app
• Select Congress
• Go to My Schedule
• Find your session and 

click arrow at right
• Click Evaluate 

Session icon
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