
12       N E W  H A M P S H I R E  T O W N  A N D  C I T Y www.nhmunicipal.org

NEXT GENERATION from page 11

professionals place on a workplace 
that allows flexibility in work 
tasks, hours, and workplace loca-
tion, the second highest organiza-
tional factor that would keep them 
in a career in local government.

• Relationships. Based on a survey
of 7,272 U.S. adults, Gallup’s
State of the American Manager
report concludes that people may
go to work for an “organization,”
but one in two left their job be-
cause of a failed relationship with
their manager or supervisor.

LGWS reinforces these Gallup re-
sults, highlighting the aspects of
the workplace that inspire today’s
younger local government work-
ers. As Figure 4 demonstrates, 36
percent of respondents indicate
that great staff or enthusiasm of
coworkers is a huge motivator.

If employees report that their
managers’ expectations are un-
clear or that their managers
provide insufficient equipment,
materials, or other resources, the
likelihood of a regrettable turn-
over increases.

• Workplace culture. A workplace
culture based on an inspirational
set of organizational values is key
to retaining top employees, as are
management practices that em-
phasize shared decision making.
These values include an organi-
zational commitment to trust,
creativity, team work, and em-
ployee involvement in decision
making, which can be powerful
motivators if they are part of day-
to-day workplace behaviors and
not just words on a page in an
employee handbook.

Managers must not underestimate 
the importance of a strong orga-
nizational culture, and they need 
to recognize their role in being 
vigilant about fostering a great 
workplace culture as a strategy to 
retain top-performing employ-
ees. Figure 6 shows that nearly 
one-third of LGWS respondents 
want to see an organizational 
culture that focuses more on em-
ployee input and communication 
throughout the organization.

Figure 5 illustrates the most com-
monly reported factor that demo-
tivates younger employees is poor 
management and oversight of the 
organization. These are important 
calls to action for managers of the 
future in retaining quality em-
ployees in their organization.

• Professional development and
growth. LGWS respondents indi-
cated that they value investment
by the organization in them as
employees. Openings for upward
mobility are only a portion of the
equation to retaining top per-
formers. Equally important is the
investment organizations make
in professional development and

Figure 4. Workplace Inspiration Factors.

Figure 5. What Are the De-motivational Factors?

• Help people directly.

• Make an impact.

• Great staff.

• Make improvements to the organization.

• Be a part of something special.

•  Enthusiastic coworkers and passion for local 
government.

•  Diversity of staff: age, gender, ethnicity, 
cultural background.

• Nothing.

•  O utdated technology and programs. Working 
with inefficient infrastructure.

•  Negativity towards ideas that would require 
more work. Hearing “no” too often.

• Small size of community.

• Organizational aversion to effective change.

• Poor management and oversight.

• Partisan politics interfering with productivity.

•  Team members who are hesitant to fully 
participate and support activities of the 
organization.

•  Disconnect between capacity of administra-
tion and expectations of community.


