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Ryann Ellis: Matthew Wride is the chief operating officer for DecisionWise, a leadership 

and management consulting firm. He also co-authored the book, The Employee Experience: 

How to Attract Talent, Retain Top Performers and Drive Results. We recently spoke with 

Matt about the role talent development executives can play in employee experience initiative. 

So, Matt, we hear a lot that some people confuse the terms employee engagement and 

employee experience. Can you give sort of a quick definition of what employee experience 

means?  

Matthew Wride: Sure. In some respects, defining, three terms is how it was most helpful. So 

the way we think about engagement is that it's an outcome of the employee experience. 

And the employee experience is essentially the, the organization's culture through the eyes of 

the employee. So every place has a culture, the way things work around that place. And you 

have one, whether it's organic and it just happens or one that's deliberate. And ideally you 

think about what your experience looks like Employees, ya know, interact with that culture. 

And that's the experience. And as a result of the experience, they then engage emotionally 

with the organization, with their work. They bring them, their best selves, to the, to their 

work because they found a place that aligns with them, aligns with, uh, gives them a purpose, 

a path, a place, those types of things. 

So the difference is, is that experience is what we build and culture is what we are, excuse 

me, experience is what we build and engagement is what we get. It's our reward.  

Ryann Ellis: So given that culture really creates the employee experience, what are some key 

factors or features that create that culture that then create that employee experience? And 

where would you say talent development, you know, learning and other professional 

development initiatives fit into that?  

Matthew Wride: I think the number one thing is, is, is helping people align. Talent 

development isn't—it's in the process of helping people find where they fit best and then to 

help them build the skills and the commitments, that whole process, right? And so the way I 

think of it as is, an organization sits down and they, they have a culture and then they design 

it to fit their track, to sit the type of employee they want to accomplish their work. So if I'm, 

if I'm eager to have a high performance, high accountable, but high pay organization, my 

organization is, I'm going to tweak my culture to accommodate that. 

I'm going to talk about it. And then from a talent perspective, I'm going to look for people 

who are motivated by that, who like the idea of, yeah, I can expect to be paid well here, but 

I'm also expected to deliver results that match a sort of with my personality. And so. I guess 

in some it's really a matching game and what a talent, those that are successful in my view as 

talent professionals are those that help, um, individuals sort of align with and, and start 

belonging to the cultures that best fit them. 

Ryann Ellis: So you mentioned payment. And I think when a lot of people consider 

employee experience, we hear a lot of things about, about pay or well-being and those being 



some of the factors, you know, in the equation. But what are some other employee experience 

metrics or metrics related to employee experience that the talent development professional 

needs to, you know, keep track of and be aware of? 

Matthew Wride: Sure. So pay is only necessary in as much as you need to take it off the 

table. So you, you, you get your pay to the point where they're not constantly looking 

elsewhere. Then it's about growth. It's about how they want to picture themselves as 

becoming a better version of themselves with you. And they view that as the symbiotic 

relationship that, Hey, I'm getting better as an employee. I'm growing, I'm being stretched. 

And as such, my organization is better as a result of it because I'm bringing value. So talent 

professionals need to sit down and map out what those growth opportunities look like. And 

sometimes it's not just rising up the chain of command. Maybe it's becoming a subject matter 

expert. 

Maybe it's, uh, maybe some people are engaged by a lot of learning and others would be 

engaged by having a rotation and being able to spend two years touching various parts of the 

organization. But again, the idea is to give, uh, to make sure they understand their path. Uh, 

as I said, I like to think of, of, of giving every employee a place, a purpose and a path. 

And I think though, I think if, if talent professionals focus on those three PS, um, they can, 

they can get the right and they can just do wonders with their employees.  

Ryann Ellis: So finding the right purpose and path sounds like some, you know, some good 

advice. Do you have any other advice for the talent development executive who wants to, to 

have a bigger role in improving employee experience in the organization? 

Matthew Wride: Yeah, I'm a big believer in what I call competency-based cultures. 

Competency-based cultures are where we define clearly for, uh, our employees, the skills and 

the behaviors that we expect to see from them. So if I'm a, if I'm, if innovation is a 

competency, I care about, I take the time to define it. I take the time to describe the behaviors 

that are associated with innovation. 

I measure on that. And then I try to help, uh, individuals find growth opportunities to prove, 

but it starts with my, my base set of expectations at this organization. We, we believe in 

ingenuity. Let's define it. Let's talk about what we mean. Let's, let's describe the behaviors 

that should be, should be observed if we're living that competency. 

And then let's have talent development professionals come in with analytics and other tools to 

sort of, uh, augment and enhance that, that mission to sort of build that competency.  

Ryann Ellis: So I really liked what you said early on about how talent development is all 

about helping people find where they're fit in and then all of this advice follow suit. So, 

thanks so much for your, your insights today on employee experience. We appreciate it.  

Matthew Wride: Glad to be with you. 


