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TALENT IS FIRMLY
BACK ON THE AGENDA

A number of factors are making the renewed “war for talent” a tough
challenge for most organisations. Recent research from the likes of Deloitte,
Forbes Insight, the Korn Ferry Institute and Lominger, as well us here at
Engage, has confirmed this trend is picking up pace.
All sectors have passed through a hugely tough phase during the
recent economic downturn. While some organisations’ recent results have
shown positive signs of encouragement, every CEO is still urging caution about
the future economic outlook.
The recent recession has created a relatively easy period for recruiting and
keeping talent. However, as operating results begin to improve, talent issues
are back on the agenda for most. As a result, the attraction, development,
engagement and retention of executive, leadership, managerial and front-line
operational talent are rising up the list of “must-dos” for senior executives and
HR professionals respectively.

2

To enable you to keep up in changing times, we have outlined some of the
key issues facing senior executives in this space and what you can do to
address them.
Our research and client work has identified four-key challenges for talent
management over the next 2 years:
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CHALLENGE:
THE RISE OF EXECUTIVE MOBILITY

Research suggests that many leaders expect a larger-than-usual number
of their senior and high-potential execs to leave over the next few years
as the upturn comes. This is compounded by more dynamic market conditions
re-emerging, leading to increased competition for talent.
All of our experience suggests that organisations will be in fierce competition
with one another to secure leadership and management skills that are
in short-supply: a small pool of good candidates is going to be increasingly
heavily “fished”. In particular, there are threats to current leadership talent
being lured away by both out-of-sector and emerging market demand
(e.g. from China and India) for “best in class” executives.
This means that organisations need to use smart research and even smarter
engagement and retention strategies in the following areas:
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Senior executive development and engagement
• Our research shows that an increasing number of senior executives
are starting to look at new job and career opportunities as the market
picks up. The proportion saying they are actively searching for a new
role amongst senior executives has risen by 40% in the last twelve
months, for example. Having clear individual development plans and
market-leading engagement programs for senior executives will be vital
to minimising any outflows of senior talent.

Succession planning
• As the scramble for good candidates increases, proactive succession
planning will be vital to ensure you retain your highest potential
future leaders. Rising stars need to see where there next opportunity
is coming from inside their current organisation to stop their eyes
straying beyond it. This approach needs to be part of an ongoing
dialogue with your top talent, not just an annual conversation
around their performance review.

Pre-empting exit triggers and hanging on to your best
• Organisations need to get better at understanding the issues which
might trigger exit amongst their senior and high potential executives.
Incisive research which can assess not only the drivers of engagement
for your top talent but also the factors which may lure them away
to the competition will be vital. While many companies are good
at identifying these factors for front-line employees and middlemanagers, they tend to have less insight into what will avoid
losses amongst their most senior ranks.
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CHALLENGE:
A CHANGING NEED FOR
LEADERSHIP CAPABILITIES

As we begin to emerge from the tough economic period endured since the
downturn began, the types of leadership capabilities which will be required
by large organisations will also alter. Our research and client work suggests
two main trends:

Having senior leaders with the ability to innovate will be more
crucial for the upturn than has been the case in the downturn
(where analytical skills have been more essential)
• Growth simply requires a new set of capabilities. Looking at those
organisations who have managed to continue strongest on the growth
path during the downturn can provide some vital lessons. Skill sets such
as agility, generating breakthrough thinking, creative visionaries and
comfort with ambiguity are those which set apart the key executives
who will be pivotal for the future.
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At lower levels, the managerial talent required for driving growth
will be very different to that which excelled in the “bunker
mentality” of the recession
• Our research shows that key management behaviours are critical
to engaging large numbers of employees in driving new growth
patterns. These include: proactive management of front-line
engagement; generating dialogue with the front-line (to tap into
new ideas, listen to new potential approaches etc.); connecting with
employees as individuals and segmenting engagement approaches;
tailoring ways to make people feel valued for their contribution; and
helping employees put themselves in the shoes of the customer.

In both cases, we are finding three issues emerging which need
to be addressed:
1. The need to build new leadership models which are better adapted
to the emerging growth environment
2. The need to create more tailored tools with which to assess current and
future leaders against the new capabilities which are now required
3. The need to build a stronger EVP to attract the best leadership talent
away from the competition (including stronger selection tools, better
recruitment processes and improved executive integration programs).
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CHALLENGE:
THE “BUILD VS. BUY” DEBATE

These issues are creating a debate around “build vs. buy” talent strategies
within organisations. We are seeing tensions in the HR function emerging
between two key approaches: 1) maintaining cultural heritage among
leadership and management teams by using a “build” approach; and,
2) fuelling innovation by bringing in new blood.
The tendency is still towards building talent from within. However,
as pressure on limited talent pools grows, a hybrid model is looking more
likely to emerge. This will require greater focus on two areas:

Improving engagement and retention amongst your current
high potential cadre
• Ongoing conversations need to be occurring with your high
performance executives to ensure they know their place in building the
future of the organisation
• Clear career paths need to be outlined (either in the main area of
business focus or in new, high growth/incubation areas)
• Improved succession planning needs to be focused on, with greater
transparency for your high potential executives
• Fresh blood needs bringing in to the high potential group by using
strong screening and assessment tools at managerial level
To address these issues, organisations need better data and smarter
analytics around engagement and retention amongst executive groups
as well as a greater ability to communicate more transparently with
them around career development and future prospects.
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Improving your EVP to attract great talent from the market
• All of our client discussions are finding that EVP is strongly back on
the agenda. However, given the need to become a “talent magnet”,
more proactive management of the EVP will, we believe, be vital for
organisations over the next twelve to eighteen months.
Issues facing HR executives include:
• do we even have a formal EVP?
• are we suffering from the “sea of sameness” effect and how
do we stand out from the crowd?
• does the EVP reflect current changes since the downturn?
• will our EVP attract great executive talent from outside our sector?
To address these issues, organisations need a better definition of their EVP,
more creative approaches to getting the EVP across to executives outside
the organisation and better data around the effectiveness
of the EVP amongst target groups. Our own client work finds that all
three of these approaches have become relatively neglected during
the downturn. Now is the time to re-ignite them.
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CHALLENGE:
SEGMENTING YOUR
RETENTION STRATEGIES

Our research at Engage finds that organisations need to improve their talent
retention strategies at all levels and segment them for different cohorts
(Boomers, Gen X, Gen Y etc.).
We find that the Boards and CEOs of many organisations do not
devote sufficient time and attention to talent strategies and retention
approaches in particular. Talent initiatives tend to get delegated to the HR
function with little Board-level involvement outside of the HR team. In relative
terms, senior executives spend less time addressing talent issues than they do
on new product development initiatives, customer service approaches and
brand challenges.
But the evidence suggests that organisations where Boards do spend more
time on talent, retention and succession issues do a significantly better job of
holding on to and leveraging their best people.
The main differentiator we have found amongst the senior teams we have
worked with is the extent to which they segment their retention strategies for
different generations.
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All of our research around the drivers of engagement and retention suggest
that what motivates individuals amongst current and potential executives
in the Baby Boomer, Generation X and Gen Y cohorts is vastly different.
In particular, whereas money was often the key motivator for senior leaders
from the Boomer generation, it is rarely the key driver amongst those in Gen X.
Amongst the latter group, issues such as work-life balance, organisational
culture and building employability are more critical factors.
As leadership talent potential begins to emerge from Gen Y in the years
to come and the prevalent attitude of “work as a means to an end” emerges,
attraction, engagement and retention strategies for future leaders will
need to evolve even faster.

We have found the following approaches key to using
segmented retention strategies:
• Smart research is needed to help assess the retention factors for
each cohort of leaders and potential leaders in the organisation
• Smart analytics are required to help understand the key drivers
of retention for each cluster of leaders
• Career discussions need to use these analytics to help segment
properly approaches to succession planning
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How can
we help?
Engage helps clients in two areas to ensure they attract,
engage, develop and retain the most effective leadership talent:

LEADERSHIP
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• Creating new leadership models to make sure you align
your leadership with the strategic objectives towards
which you are working
• Assessing current and future leaders to identify the gaps
between your current leadership cadre and the model you
need to create success
• Developing leadership succession strategies to ensure your
future talent flows are optimised
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How can
we help?
ENGAGEMENT
AND RETENTION
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• Conducting incisive research to define and assess engagement
levels amongst your current and future leaders
• Using smart analytics to identify key drivers of engagement and
retention amongst senior leaders and your high potentials
• Applying segmentation work to create more effective engagement
and retention strategies for each of your leadership cohorts
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WHO WE WORK WITH

We bring broad experience around leadership and engagement with clients.
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