
Ta lent Management and 
Retention

Or “ Show Me The Love!”



In a  Nutshell…

Everyone wants the same thing in life: to be 
rec ognised , to be c ared  for and  to be g iven 

an opportunity to grow. 

“ A Leaders Journey”

Fast Company Magazine (Issue 25)



So Wha t Does ‘Key Ta lent’ Look Like?

� Love a  c ha llenge

� Enjoy menta l stimula tion and  va riety

� Crave feelings of ac c omp lishment
� Need  to ‘make a  d ifferenc e’

� Desire on-going  development and  growth

� Opportunities to hone existing  skills i.e. ‘mastery’

� Want to do a  grea t job

� Feel stifled  by what they see as bureauc ra tic  obstruc tions
� Motiva ted  more by intrinsic  than extrinsic  d rivers

� Opportunities to be c rea tive and  innova tive

� Inc rease opportunities for ‘ flow ’

� Minimise or remove obstac les



Why Suc h a  Hot Top ic ?

Sta ff turnover c osts organisations thousands of dolla rs every year

Time spent on rec ruiting and  tra ining new personnel and  down time

IP and  experienc e wa lking out the door (and  to your c ompetition)

Lose/ Lose situa tion: low p roduc tivity, mora le and  engagement

Rec ent surveys and  experienc e c onfirm these trends



The Hard  Questions

� Do we have a  c ulture tha t va lues and  invests in key ta lent?

� What a re we doing to appea l to and  a ttrac t the right peop le?

� Are we set up  to manage d iversity going forward?

� Can we offer new and  existing ta lent the opportunities, rewards,
growth and  ba lanc e they’ re seeking? 

� Where c ould  we improve?

Sourc e: Emp loyment Today Dec  06/ Jan 07 issue



Organisa tiona l Perspec tive: 
Rec ruitment

� Clarity #1: Be c lea r about what you’ re looking  for e.g . wha t 
does key ta lent look like for you? AND not p roduc ing  
amb iguous job  d esc rip tions w ith unc lea r expec ta tions

� Hiring Strategy: a ttitude over ap titude – what’ s your 
perc entage sp lit?

� Selling: Be p repa red  to sell yourself as an organisa tion i.e. 
highlight the benefits of working  for you over and  above the 
$’ s and  get the ba lanc e right

� Questions: Tap  into their emotiona l (intrinsic ) d rivers



Peop le Perspec tive: Career 
Management

Getting  the basic s right…

� Wha t a re their goa ls and  amb itions?

� Wha t a re they passiona te about?

� Wha t do they va lue about their work?

� Wha t rea lly motiva tes them?

� Wha t de-motiva tes them?
� How c an they best use their existing  skills and  experienc e?

� How c an they foc us their development needs to ac hieve 
their c a reer goa ls?



Information Ga thering : Op tion # 1

Outsource to a reputable provider:
� Easiest op tion
� They p rovide tools and  expertise
� Pay on an ‘as and  when needed ’ basis
� Op tions to c ustomise p rogramme
� Upda te p rogramme as your supp lier does/ market d ic ta tes
� Set up  c osts rela tively low

� Relianc e on externa l pa rty to p rovide a  va luab le in-house 
servic e

� Opportunity lost to up -skill interna l resourc es to fac ilita te
� Va luab le insights/ informa tion rema in c onfidentia l and  

externa l



Information Ga thering : Op tion # 2

Develop Your Own System:

� Can be resourc ed  interna lly OR fac ilita ted  by externa l 
p rovider

� Closely linked  and  a ligned  to existing  HR development 
p roc ess/ systems

� After initia l set up  c osts, on-going  ma intenanc e is low

� Continua lly adap t and  evolve p rogramme a longside other 
HR initia tives 

� Could  miss out on c hanges in the c a reer management 
industry

� A relianc e on interna l resourc es tha t c ould  leave



What’ s In It For Me?

Armed  w ith this knowledge…

Channel ind ividua ls towards suitab le opportunities/ advanc ements

If none exist – assist in transition out of the organisa tion

If staying – use the information to make future c areer 
development p lans

Show me the love!

Artic ula te and  re-design existing roles and  ac tivities

Help  them to avoid  the ‘Oops Fac tor’



Any Missing Links?

Integra te into existing HR rela ted  p roc esses. For example:

Position
Desc riptions

Rec ruitment 
Strategies

Performanc e
Management

Suc c ession 
Planning

Capability 
Development

Talent
Management



Threa t or Advantage?

By tweaking our philosophy a  little we c an…

� More effec tively matc h peop le to roles and  what they rea lly want
to do

� Identify ind ividua l intrinsic  motiva tors tha t d rive performanc e

� Channel strengths and  motiva tors to maximise levels of 
engagement and  ultima tely mora le

� Better understand  performanc e issues rela ting to job  sa tisfac tion
� Foc us an ind ividua l’ s p rofessiona l development to ta rget c a reer 

goa ls

� Be more p roac tive in managing and  reta ining your key ta lent
� Reduc e the ‘ surprise’ element of resigna tions



Summary: A Ba lanc ed  Sheet

� Ad vantages of p roac tive ta lent management outweigh 
d isadvantages

� Crea ting  an open and  honest environment
� Demonstra ting  tha t you c a re and  take their c a reers seriously

� Reinforc ing  a  positive c ulture of transparenc y and  support 

� Peop le feel va lued  bec ause you c a red  enough to get 
involved

� Your ab ility to reta in existing , and  to a ttrac t new key ta lent 
inc reases d ramatic a lly (remember the grapevine!)



Thank You �

021 515 945

c oac h@c ata lyst31.c om


