Talent Management and
Retention

Or“Show Me The Love!”




In a Nutshell...

Everyone wantsthe same thing in life: to be
recognised, to be cared forand to be given
an opportunity to grow.

“A LeadersJourney”

Fast Company Magazne (Issue 25)




S What Does‘Key Talent’ Look Like?

Love a challenge

Enjoy mental stimulation and variety

Crave feelingsof accomplishment

Need to ‘make a difference’

Desdsire on-going development and growth
Opportunitiesto hone existing skillsi.e. ‘mastery’
Want to do a great job

Feel stifled by what they see asbureaucratic obstructions
Motivated more by intrinsic than extrinsic drivers
Opportunitiesto be creative and innovative
Increase opportunitiesfor ‘flow’

Minimise orremove obstacles




Why Such a Hot Topic?

Saff turnover costsorganisationsthousandsof dollarsevery year

Time spent on recruiting and training new personneland down time

|
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Recent surveysand experience confirm these trends

IPand experience walking out the door (and to your competition) }

[ Lose/Lose stuation: low productivity, morale and engagement




The Hard Questions

Do we have a culture that valuesand investsin key talent?
What are we doing to appealto and attract the right people?
Are we set up to manage diversity going forward?

Can we offer new and existing talent the opportunities, rewards,
growth and balance they’'re seeking?

Where could we improve?

Source: Employment Today Dec 06/Jan 07 issue



Organisational Perspective:
Recruitment

Clarity #1: Be clearabout what you’'re looking fore.g. what
doeskey talent look like foryou? AND not producing
ambiguousjob descriptionswith unclear expectations

Hiring Strategy: attitude overaptitude —what’syour
percentage split?

Slling: Be prepared to sell yourself asan organisation i.e.
highlight the benefitsof working for you overand above the
$'sand get the balance right

Questions: Tap into theiremotional (intrinsic) drivers




People Perspective: Career
Management

Getting the basicsright...

What are theirgoalsand ambitions?

What are they passonate about?

What do they value about their work?

What really motivatesthem?

What de-motivatesthem?

How can they best use their existing skilsand experience?

How can they focustheirdevelopment needsto achieve
theircareergoals?




Information Gathering: Option #1

Outsource to a reputable provider:
Easiest option
They provide toolsand expertise
Pay on an ‘asand when needed’ basis
Optionsto customise programme
Update programme asyoursupplierdoes market dictates
St up codssrelatively low

Reliance on external party to provide a valuable in-house
service

Opportunity lost to up-skill internal resourcesto facilitate

Valuable insghts/information remain confidential and
external




Information Gathering: Option #2

Develop Your Own System:

Can be resourced internally ORfaclilitated by external
provider

Closely linked and aligned to existing HRdevelopment
process/systems

Afterinitial set up costs, on-going maintenance islow

Continually adapt and evolve programme alongside other
HRinitiatives

Could missout on changesin the career management
industry

A rellance on internal resourcesthat could leave




What'sin It For Me?

A

rmed with thisknowledge...
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Channelindividualstowardssuitable opportunitiesadvancements

Vs

If none exist —asgst in transtion out of the organisation

-
e

If staying —use the information to make future career
development plans

Show me the love!

Articulate and re-design existing rolesand activities

Help them to avoid the ‘OopsFactor




Any Missing LInks?

Integrate into existing HRrelated processes. Forexample:

Capability
Development

Position Succession
Descriptions Planning

Talent
Management

Recruitment Performance
Strategies Management




Threat or Advantage?

By tweaking our philosophy a little we can...

More effectively match people to rolesand what they really want
to do

Identify individual intrindc motivatorsthat drive performance

Channel strengthsand motivatorsto maximise levels of
engagement and ultimately morale

Better understand performance issuesrelating to job satisfaction

Focusan individual' sprofessonal development to target career
goals

Be more proactive in managing and retaining your key talent
Reduce the ‘surprise’ element of resignations




Simmary: A Balanced Sheet

Advantagesof proactive talent management outweigh
disadvantages

Creating an open and honest environment
Demonstrating that you care and take theircareersseriously
Reinforcing a postive culture of transparency and support

People feelvalued because you cared enough to get
involved

Your ability to retain existing, and to attract new key talent
iIncreasesdramatically (rememberthe grapevinel)




o
Thank You

021 515 945
coach@catalyst3l.com



