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THE BIG FOUR OF TALENT MANAGEMENT

(Edited from The Talent Management Revolution,
2018)

From the earliest adopters of Talent Management,
to modern-day practitioners, the one constant has
been that Talent Management seeks to provide
sustained, maximized performance. Four key
elements differentiate Talent Management. We call
these the Big Four and believe that they are the
foundational elements of Talent Management:

1. Performance Management:

Increase/upgrade individuals’ contribution
to the business through goal setting,
coaching/feedback, and reviewing

2. Assessment and Feedback: Generate
objective data about an individual that

allows the organization to better
differentiate their investment
3. Succession and Talent Planning: Ensure the

organization has a deep bench of talent for
their most critical roles
4. Development and Coaching:

Improve/upgrade individuals’ capabilities

and behaviours that increase performance

The Big Four create the core from which all elements
of Talent Management flow. If they aren’t strong, an
organization sub-optimizes their capability to attract,
retain, develop, and maximize the performance of
their talent. It’s in this light that we see many
organizations investing in talent analytics, for

instance, when the foundational elements of
Performance Management or Succession Planning
aren’t fully functioning. Like building a mansion on a
swamp, the more Talent Management adds weight
through responsibilities, process, and tools without
first constructing a strong foundation, the greater
likelihood that the entire function will sink.

2018 TOP WORKFORCE TRENDS

(Edited from Mercer 2018)

As companies reimagine the future of work, they
must bring an understanding of how the workforce is
changing and be careful not to neglect the human
operating system that powers their organizations. In
pursuit of new technologies, it is easy to lose sight of
how people connect and collaborate (and as
importantly, when they want to disconnect), how
teams co-create, what motivates different segments
of the workforce, and how they experience a sense
of well-being and purpose through work.

These are the top talent trends as organizations and
HR seek to unlock growth in the Human
Age:

*The ability to change, and change at
speeq is emerging as a differentiating
organizational competency.

eEmbedding a higher sense of purpose
into the Employee Value Proposition
(EVP) unlocks individual potential and
spurs people to be change agents.

e Flexibilityisn’t just about working
wherever/whenever; it’s also about
rethinking what work is done, how it is
done, and by whom.

*QOrganizations are becoming smart
platforms for matching skill supply with
work demand while maximizing human
creativity and ambition.

. The ability to unlock growth in the
human age will rely on how digital
technologiescan augment the human
work experience.



IN AN INCREASINGLY DIGITAL ECONOMY}
the basic qualifications for getting a job are shifting
as more roles require technological skills. In fact,
research by the McKinsey Global Institute finds that
by 2030, the time spent using advanced
technological skills at work will increase by 50
percent in the United States and by 41 percent in
Europe, and time spent using even basic digital skills
will rise by 69 percent in the United States and by 65
percent in Europe.

Skill shifts have accompanied the introduction of
new technologies in the workplace since at least the
Industrial Revolution, but adoption of automation
and artificial intelligence (Al) will mark an
acceleration over the shifts of even the recent past.
The need for some skills, such as technological as
well as social and emotional skills, will rise, even as
the demand for others, including physical and
manual skills, will fall. These changes will require
workers everywhere to deepen their existing skill
sets or acquire new ones. Companies, too, will need
to rethink how work is organized within their
organizations.

(Edited from McKinsey Global Institute, May 2018)

YOUTH DAY: DIALOGUE OF GENERATIONS

In the context of St.
Petersburg International Gas
Forum 2015-2018

(By Mariia Shelepova, HES
SPbSUE)

For last four years the
congress program of St.
Petersburg International Gas
Forum (SPIGF), happening at
the beginning of October,
includes Youth Day: Dialogue
of Generations. This
international event creates
conditions for an open
dialogue between business
representatives of the energy
industry and talented youth
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audience from the world's leading universities and
institutes.

Youth Day was held for the first time in 2015 after
that getting the status of International Business
Congress (IBC) working project and received financial
support for the next three years.

The event is organised by the Higher Economic
School of St. Petersburg State University of
Economics under support of IBC, Gazprom and in
partnership with world leading energy companies as
Uniper, Wintershall, Gasunie, Gasterra, Shell, ENGIE,
Total, Schneider Electric, OMV and academic
partners as Energy Delta Institute (EDI) and
European School of Management and Technology
(ESMT).

The participants of Youth Day are master program
students from world universities and institutes.
More than 500 candidates apply annually but only
130 of them successfully pass through qualification
and get an opportunity to come to St. Petersburg as
the official participant of SPIGF. Taking in account all
students visiting the events of Youth Day the total
number of participants for the last four years is
about 800 persons from 40 countries of six
continents. They are representing more than 50

Fouse wles

WE ... .

WORCAS ONE TeAM
DREAM BIG| LEARN

IS ONE TEA '

/r RJE




different universities and institutes of the world.
The official program of Youth Day contains three
main events:

o Parallel Interactive Workshops
organized by partner companies and
institutes in the format of business
games;

o International Case Contest on Oil&Gas
topics: 5-7 national students teams are
in competition to solve the business
case. The industry experts are invited
to assess the teams’ projects and
choose the winner;

D Off-Tie Meeting with Executives of
Energy Companies. This is an open
dialogue on critical topics between top-
managers and students.

In order to create the atmosphere of informal
international communication and networking Youth
Day organised also some cultural and entertainment
events for the students. Moreover, the Case Contest
winner team is awarded with the Grand Prix of study
trip to partner energy companies in Russia,
Germany, The Netherlands and France.

With support from key partner organizations the
project of Youth Day within SPIGF will continue to
open the possibility of professional dialogue and
career opportunities for talented and gifted young
people in the world.

MOTIVATION

Understanding what motivates employees is
essential to creating a positive employee experience.
Management thinker Frederick Herzberg talks about
the “Hygiene Factors” — basic elements such as
salary, benefits, conditions, policies — as potential
“Dissatisfiers”, or demotivators. Get them wrong,
and you will create a negative employee experience.
But it’s not enough simply to get these right. To
create a really positive experience, particularly for
high-potential managers, other factors — “Satisfiers”
— have to be considered. These may vary from one
individual to another but will include opportunities
for personal growth, training, promotion, public
recognition, autonomy and also a close fit with the
company’s values and culture. This last one is a key
part of “intrinsic motivators” identified by another
management writer, Daniel Pink — a sense of
purpose and belonging.



RETHINKING TALENT MANAGEMENT

(INTERVIEW GIOVANNI MANCHIA)

Giovanni Manchia is a transformation manager and a
lecturer organizational change management at the
Rotterdam School of Management/Erasmus
University. He is specialized in the areas of
transformation/change management, Talent
Management and HR Functional
Excellence. As a change leader,
Giovanni managed transformations
across various sectors (Tech,
Financial Services, Healthcare,
Energy) and within various
countries and continents.

Previously Giovanni worked for
Rabobank, American Express and
Shell. In January 2019, his book ‘The
Michelangelo Pipeline” will be
published. In this book he
emphasizes the importance to
nurture the talent of each
professional in organizations.

1. What do you see as the main developments
when it comes to Talent Management?

| believe we are entering an exciting time when it
comes to developing talent. The world we live in has
changed dramatically due to all the technological
possibilities. In the world of today and definitely
tomorrow | therefore see a re-appreciation for
experts. For too long it felt as if talent management
is only focused on developing managers. Still today
most companies have very sophisticated programs
and assessment tools for developing managers, but
only limited when it comes to professionals. In my
opinion that’s the wrong approach.

When it comes to Talent Management, there are in
my opinion two fundamental things to keep in mind.
First, focus on each individual in your team, business
unit or operating company and stop focusing on high
potentials only. The big danger of focusing on a
group of so-called high potentials is that you carve
out most of your workforce. Talent Management
should therefore focus on everyone within your
organization and the talent that the people bring to
their work. Classifying high potentials is a dangerous

game that could destroy the value of a lot of people
in your organization.

Second. Focus on getting experts. Too often
organizations are still focused (I would even say
obsessed) with developing generalists. The high
potential that moves from assignment to assignment
in different areas of expertise. To me this is a
destruction of (human) capital. In most
cases you end up with people who
know little bit of everything, but do not
have the breadth and depth that is
required in most professional roles.

And besides: most people deliberately
choose a certain area of expertise. If
you are a doctor, you have a clear drive
why you studied medicine and want to
have a medical career. If you work in IT,
you do have a key interest in
technology. Sending therefore an IT
professional to finance, marketing or
HR means in most cases you get
someone out of the area of expertise
where he deliberately choose to work in. Besides
making a lot of individuals very unhappy, it slows
down his path towards mastery in his original line of
expertise, which could be very costly from a
company perspective. The counter argument | often
hear for developing generalist is that it is a great way
to build up your network in the company and to
understand the corporate culture. These are two
very important things to acquire for everyone, but
we should not confuse this with building talent in an
organization. Talent management should in my
opinion therefore focus on getting each professional
to the mastery level in his area of expertise,
whatever that area of expertise is.

2. What isyour view regarding youth development
(in line with Leader Development)

Youth development is a process that prepares a
young person to meet the challenges of adolescence
and adulthood and achieve his or her full potential.
Youth development is promoted through activities
and experiences that help youth develop social,
ethical, emotional, physical, and cognitive
competencies. It is in my opinion the ideal path how
you should develop professional talent within your
organization. In this way we could learn a lot from



how fi top athletes or chess masters have developed
towards mastery in their field.

It starts in many cases with activities that encourage
them to develop a passion in their field of expertise.
That encouragement needs to come from the people
close to the person. In addition, it is vital in this early
stage that they develop the fundamental skills
required to get the job done.

In the next stage, it is a focus on deliberate practice.
The so-called ten thousand hours rule applies here.
To become excellent in something, people need to
spend at least ten thousand hours before they
master it.

Once they have reached mastery level, it is crucial
that they are able to stay at this level. That is often
easier said than done, due to all the changes that are
happening.

3. Does the war on Talent actually exist?

A war implies that people are fighting for talent. In
some industries it is getting indeed increasingly
difficult to find experts. Organizations need to do
their utmost to find the people in the market and
keep them in their organization. But this should not
be an excuse for organizations to neglect their own
role in building and maintaining home grown talent.
The more people feel affiliated with their
organization, the more they have the feeling they
can grow professionally, the more they resist

temptations from the outside world.

in 2014 by the Harvard Business
Review and The Energy Project found that
employees are more engaged when their four key
needs are met:

1. Value, being cared for by your boss
Purpose, finding meaning and significance
in your work

3. Focus, prioritising one task at a time
Renewal, being able to take breaks at work.

IS THE WAY WE WORK KILLING US?

(Edited from LiveMint.Com, October 2018)

The impact of work stress on our well-being, both
mental and physical, is immense. And now the
evidence is piling up: apart from robbing us of health
and happiness, the way we work may also be killing
us

It is a truth universally acknowledged that a young
professional in possession of a job must be in want
of a life. Forget a good life: most will settle for any
life at all. Work leaves little time to care for our
bodies, minds or families. The cost of this neglect is
hard to track, but prominent researchers around the
world have now reached an undeniable conclusion:
apart from robbing us of health and happiness, the
way we work may also be killing us.

The logic is simple. Chronic ailments like heart
disease, diabetes and mental health conditions such
as depression and anxiety are on the rise.
Each of these lists stress as a major causal
factor. What’s the No.1 source of stress,
according to multiple studies? Work.

Here are some numbers: the World Health
Organization (WHO) reported a tenfold
increase in the incidence of diabetes, from
1.2% of Indians in 1971 to 12.1% in 2000. A
study led by Rajeev Gupta and published in
May by Elsevier, an information analytics
company, reports that deaths due to heart
disease have gone up by 34% over the last
25 years. According to a study released in
September and conducted by the Indian
Council of Medical Research, the Public
Health Foundation of India and the



Institute for Health Metrics and Evaluation, in India,
suicide is the leading cause of death in the 15-39-
year-old age group.

While it looks distant at the moment, we must not
give up on imagining a future of work where it
becomes a source of purpose and satisfaction,
contributing to our health and well-being rather than
detracting from it. Those of us who lead people are
contributing to this culture. The transformation of
work cannot be led by doctors or HR—line
managers, starting from the very top, have to
spearhead this effort, and, like true leaders, take
responsibility for their people.

THREE PRIORITIES FOR ACHIEVING GOOD
OUTCOMES OF ARTIFICIAL INTELLIGENCE

(A1)

(Edited from McKinsey Global Institute, October
2018)

The potential benefits of Al to business and the
economy, and the way the technology addresses
some of the societal challenges, should encourage
business leaders and policy makers to embrace and
adopt Al. At the same time, the potential challenges
to adoption, including workforce impacts, and other
social concerns cannot be ignored. Key challenges to
be addressed include:

The deployment challenge

We have an interest in embracing Al, given its likely
contributions to business value, economic growth,
and social good, at a time when many economies
need to boost productivity. Businesses and countries
have a strong incentive to keep up with global
leaders such as the United States and China.
Increased and broad deployment will require
accelerating the progress being made on the
technical challenges, as well making sure that all
potential users have access to Al and can benefit
from it.

The future of work challenge

A starting point for addressing the potential
disruptive impacts of automation will be to ensure
robust economic and productivity growth, which is a
prerequisite for job growth and increasing
prosperity. Governments will also need to foster
business dynamism, since entrepreneurship and
more rapid new business formation will not only
boost productivity, but also drive job creation.
Addressing the issues related to skills, jobs, and
wages will require more focused measures. These
include:

Evolving education systems and learning for a
changed workplace by focusing on STEM skills as
well as creativity, critical thinking, and lifelong
learning.




Stepping up private- and public-sector investments
in human capital, perhaps aided by incentives and
credits analogous to those available for R&D
investments.

Improving labour market dynamism by supporting
better credentialing and matching, as well as
enabling diverse forms of work, including the gig
economy.

Rethinking incomes by considering and
experimenting with programs that would provide
not only income for work, but also meaning and
dignity.

Rethinking transition support and safety nets for
workers affected, by drawing on best practices from
around the world and considering new approaches.

The responsible Al challenge

Al will not live up to its promise if the public loses
confidence in it as a result of privacy violations, bias,
or malicious use, or if much of the world comes to
blame it for exacerbating inequality. Establishing
confidence in its abilities to do good, at the same
time as addressing misuses, will be critical.

THE STEPS AN INDIVIDUAL NEEDS TO

CREATE THEIR CAREER PLAN ARE:

 Reflect on what’s
driving them and
why

{ Set out their vision of
success

Develop their plan

Connect with others
and share their plan

Take action!

Monitor their
progress

I Capture and share
their achievements

{ Celebrate success

RETHINK THE ROLE OF THE BUSINESS

PARTNER

(Edited from McKinsey Quarterly, July 2017)

The starting point is for HR business partners—those
senior HR individuals who counsel managers on
talent issues—to stop acting as generalists and show
that they really own the critical talent asset. This is a
big enough change that it calls for a change in roles:
replacing the business-partner role entirely with a
new talent value leader (TVL), who would not only
help business leaders connect talent decisions to
value-creating outcomes but would also be held fully
accountable for the performance of the talent.

THE TALENT VALUEDER

A TVL should have real authority over hiring and
firing, even if actual decision rights remain with
managers in the way actual spending decisions are
taken by budget owners rather than being dictated
by the finance function. Think of the manager of a
European football team who is responsible for
allocating resources using acquisition,
compensation, evaluation, development, motivation,
and other levers to maximize the players’ collective
performance.

Unlike the typical HR business partner of today, TVLs
should be held to account using metrics that capture
year-to-year skills development, capability gaps,




engagement, and attrition. And to the maximum
extent possible, they should be disconnected from
the day-to-day concerns of operational HR so as not
to get pulled back into dealing with employee
issues—that means eliminating the HR liaison role
that so many HR business partners play today.

TVLs, however, won’t succeed without being able to
deliver analytically driven talent insights to business
managers systematically. This is a substantial change
from today; while many HR business partners are
resourceful and smart advisers to managers, few
possess a data and analytical mind-set or the
appropriate problem-solving tool kit.

When adopted, the expanded HR role we are
describing starts to be taken seriously, as some
companies are beginning to discover. A leading
global materials company, for example, has been
moving in this direction, specifying competencies for
its HR leaders that now include the ability to “use
analytics to diagnose and prescribe talent actions,”
to “translate talent decisions into profit-and-loss
impact,” and to “measure talent outcomes and their
impact on value while holding managers
accountable.” The results have been significant.
After an adjustment period, internal surveys show
managers are substantially more satisfied with the
support they receive from HR. Anecdotally, we also
hear that more business leaders are scripting a role
for their talent advisers during the strategic
business-planning processes.

THE NEW SKILLSETS TO FUTURE-PROOF
YOUR WORKFORCE

(Edited from ChapmanCG, August 2018)
Core skillsets

A range of core skillsets will be critical for every
employee to enable them to adapt to a rapidly
evolving business environment, regardless of their
role. These include:

1. Foundation
Skills for everyday interaction help employees to
thrive individually and as a group within any business
environment. These include establishing a personal
brand, giving and receiving feedback, use of social
intelligence, and the ability to work as part of a
team, network and present to groups.

2. Capabilities
Skills to approach complex challenges help to
support the development of innovative solutions.
These include complex problem solving, critical
thinking, creativity, collaboration and the ability to
influence.

3. Qualities
Being able to adapt to a changing environment will
also be critical. Skills that support this include self-
awareness, a growth mind-set, adaptability,
residence, leadership and a global mind-set.




Using behaviour insights to drive change

Reorientation of employees to new business skillsets
and ways of working involves the development of
new behaviours and mind-sets to help them
transition smoothly into new roles.

This helps people to grow their beliefs and skills, and
enables them to see the benefits of the transition. It
also supports them to be more courageous in
moving outside their comfort zone, as this is where
the most growth occurs.

Transforming organisational frameworks

Many organisations are reshaping their competency
frameworks to focus on core skills rather than
technical ones. This includes focusing on agility and a
growth mind-set as key skills for their employees to
manage an ambiguous and constantly evolving
future.

The concept of performance is also
starting to shift from outputs
towards how you learn and adapt,
how you leverage this, and what you
contribute to others.

Rapid digital learning

Millennials will make up 50% of the
workforce by 2020, and they
consistently rank access to learning
and development as the most
important benefit when considering
moving to new employer.

Organisations are now providing ‘always on’ learning
pathways as well as driving the acquisition of data
and technology skills through open-access corporate
learning academies.

These digital learning platforms help to support
rapid content development as industries evolve, and
enable quick dissemination to broad regional or
international employee networks. Using play and
excitement through gamification is also helping to
increase the rate of adoption of digital tools and
level of employee engagement in some traditional
organisations.

New approaches to early careers talent acquisition

Large multi-nationals are becoming more strategic
and agile in sourcing early career talent as industries
are often evolving much more rapidly than
traditional educational institutions, and universities
are not necessarily producing graduates with the
right skills and capabilities.

Staying ahead of the talent curve

For talent acquisition and management, the future
of skills means being less concerned about what
potential employees have done in the past, and
more with how they can solve complex problems
and collaborate to drive innovative solutions.

Progressive organisations are also constantly
mapping new career neighbourhoods and corridors
as industries evolve to enable them to broaden their
skills base and access new talent pools.

ACCEEERATINGTAEENTSSUCCES S WIWENET

understanding of people’s motives and drivers —
what inspires people to do what they do? It is based
on human behaviour and how unconscious biases
can affect the quality of decision-making in key
career moments. It demands a new and enterprising
approach to job design and the packaging of work
into exciting assignments, or ‘career sprints’. It is
about creating a culture and environment that
allows experiences that bring the best people
together, accelerate learning and that people enjoy.



THREE STEPS FOR EFFECTIVE TALENT

MANAGEMENT IN OIL & GAS

(Edited from Warren Business Consulting 2018)

Getting the employee experience right is the key
message of a recent McKinsey study, which
demonstrated how effective talent management
leads to long-term outperformance. It identified
three interlinked practices that underpin a successful
talent management strategy:

o The fast movement of talent among
and between projects
o HR taking responsibility for a positive
employee experience
o HR having a comprehensive
understanding of the firm’s business
and its strategic priorities
The first of these is fundamental to the development
of leaders: moving between projects, functions and
regions early on in a career is an excellent way to
accelerate the development of the soft skills that are
required in senior leadership roles. Exposure to the
different worlds of production and reservoir
management, or contract negotiations and
marketing — and of course HR —is as important as
gaining expertise in different regions.

The second item, the employee experience, can be a
challenge for HR departments, especially those that
are perceived by the Board to be administrators of
the “hiring & firing” or “pay and rations” processes,
because it means getting involved in —and even
describing —how managers should behave, how they
run their teams and how they plan for the future. HR
heads in the large international oil companies may
already have this responsibility, but it’s often harder
in smaller companies, in regional offices or in the
NOCs. It means working closely with colleagues in
brand management and internal communications,
on how the company’s values are expressed and
matched by employee behaviour. And above all, it
means working closely with the CEO and board to
make sure that the whole management team
supports the positive employee experience: as the
saying goes, “people don’t leave companies, they
leave managers.”

That saying isn’t entirely accurate: people change
jobs for a whole raft of reasons, but usually the most

important is the lack of development opportunities —
or recognition and promotion (often because they
are blocked by an incompetent manager). Again, this
is where HR can play a key role, applying the third of
McKinsey’s three practices — having a
comprehensive understanding of the firm’s business
and strategy.

Armed with this knowledge they can identify skills

gaps (where training can help) and career
opportunities for high-flyers elsewhere in the firm
who may be looking for a move. Developing this
knowledge isn’t always easy, especially for a function
that may be confined to head office administration.

For those of us in the oil and gas world there’s a
double challenge: the automation of existing
processes, and also the threat to the industry as a
whole from changing demand and new energy
sources. So “right-skilling” should not be restricted
to narrow technical skills — this risks swapping one
set of redundant skills for another that will be
automated away later. “Right-skilling” should also
involve knowledge and skills that are transferable
across functions and even industries — if Google
employees can move into car manufacturing, surely
oil companies should be able to move into
renewable energy or infrastructure development....
And of course many already are doing so.



GAIN THE DIVERSITY EDGE THROUGH

INCLUSIVE RECRUITMENT

(Edited from PwC, Gobal, November 2018

Today, more and more CEOs regard talent
diversity and inclusion as vital to their
organisation’s ability to drive innovation and gain
competitive advantage. And as businesses across
the world inject greater urgency into their gender
diversity efforts, we’re seeing an intensifying
focus on hiring female talent.

T 78% of large organisations tell us they’re
actively seeking to hire more women —
especially into more experienced and
senior level positions.

I 87% of CEOs across the globe are focused
on talent diversity and inclusion

9 80% of organisations said they’ve aligned
their diversity and recruitment strategies

9 76% of organisations have incorporated
diversity and inclusion into their employer
brands

LINKING TALENT TO VALUE

(Edited from McKinsey Quarterly, April 2018)

Getting the best people into the most important
roles does not happen by chance; it requires a
disciplined look at where the organization really
creates value and how top talent contributes.

To understand how difficult it is for senior leaders to
link their companies’ business and talent priorities,
consider the blind spot of a CEO we know. When
asked to identify the critical roles in his company,
the CEO neglected to mention the account manager
for a key customer, in part because the position was
not prominent in any organization chart. By just
about any other criterion, though, this was one of
the most important roles in the company, critical to
current performance and future growth. The role
demanded a high degree of responsibility, a complex
set of interpersonal and technical skills, and an
ability to respond deftly to the client’s rapidly
changing needs.

Yet the CEO was not carefully tracking the position.

The company was unaware of the incumbent’s
growing dissatisfaction with her job. And there was
no succession plan in place for the role. When the
incumbent account manager, a very high performer,
suddenly took a job at another company, the move
stunned her superiors. As performance suffered,
they scrambled to cover temporarily, and then to fill,
a mission-critical role.

Disconnects such as this between talent and value
are risky business—and regrettably common.
Gaining a true understanding of who your top talent
is and what your most critical roles are is a
challenging task. Executives often use hierarchy,
relationships, or intuition to make these
determinations. They assume (incorrectly) that the
most critical roles are always within the “top team”
rather than three, or even four, layers below the top.
In fact, critical positions and critical people can be
found throughout an organization (Exhibit 1).

Fortunately, there is a better way. Companies can
more closely connect their talent and their
opportunities to create value by using quantifiable
measures to investigate their organizations’ nooks
and crannies to find the most critical roles, whether
they lie in design, manufacturing, HR, procurement,
or any other discipline. They can define those jobs
with clarity to ensure that top performers with the
appropriate skills fill the roles. And they can put
succession plans in place for each one.

The leaders at such companies understand that re-
allocating talent to the highest-value initiatives is as



Roles that drive or enable value can be found across an organization.
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important as reallocating capital. This is not an
annual exercise: it is a never-ending, highest-priority
discipline. In a survey of more than 600 respondents,
McKinsey found the talent-related practice most
predictive of winning against competitors was
frequent reallocation of high performers to the most
critical strategic priorities. In fact, “fast” talent re-
allocators were 2.2 times more likely to outperform
their competitors on total returns to shareholders
(TRS) than were slow talent re-allocators.

SOME INSPIRING TALENT MANAGEMENT

TRENDS FOR 2019

(Edited from Tom Haak: HR trend institute)

Here is the list with the talent management trends
for the coming year. Some of them are wishful
thinking, in the hope we are still able to influence
the trends.

1. A focus on today, not on the future

Instead of focusing on talent management
interventions that have, hopefully, a long term effect
(such as traineeships and development programs),
you can focus on the interventions that have an
effect today. Some examples:

— Remove the blocker in the management
team, and appoint one of your top
potentials instead;

— Appoint one of your biggest talents as Chief
Digital Officer;

—  Give teams of high potentials responsibility
for the development of new markets;

— Don't hesitate to put your best people on
the most important jobs.

2. From a standard to an individual approach

In talent management a tailored individual approach
is very important. If you know what the capabilities
of people are, what their wishes are and in what
direction they want to develop, you can design
opportunities that fit best with the individual needs



and wishes. With the technology of today, you are
able to know your employees better than they know
themselves.

3. Blurring boundaries between internal and
external

There is talent everywhere. Organisations limit
themselves unnecessary, if they focus too much on
developing and retaining the talent on the payroll.
You can make your talent pools larger, if you include
talent elsewhere (at suppliers and partners, in the
group of alumni, the self-employed professionals
who work for your organisation).

4. TheTrust issue

Do people trust the organisations they work in? Do
employees trust technology? Are people confident
the organisations will use technology for their
benefit? A recent global survey of Ernst & Young
(“Trust in the Workplace”) showed that less than half
of the respondents have “a great deal of trust” in
their current employers, boss or team/colleagues.

The results of the annual Edelman Trust Barometer
are a bit more promising: globally 72% of the
employees trusted their employers “to do what is
right” (see table below for the differences between
countries). Trust in government and the media is a
lot lower. Cognitive dissonance might be an element
in the explanation of the higher trust in employers
than in the government and the press. If you do not
trust your employer, why do you still work there??

The trust issue needs to be on the 2019 HR agenda,
because many of the HR initiatives are designed
under the assumption that employees trust the

organisation and that employees trust technology.
Unfortunately, the trust level might be lower than
we expect.

5. More focus on teams

Most of the HR practices, including talent
management, are still very much focused on
individuals. At the same time, teams are the major
building blocks in most organisations. Developing
and strengthening talent teams is still an
underdeveloped practice, but will get more
attention in the coming years.

6. Talent Analytics as the foundation

Talent analytics is the foundation of all
talent management initiatives. The most
important talent management trends can
be implemented, as they are fuelled by
talent analytics. We would hope talent
analytics would be mainstream by now, but
unfortunately many organisations are still
exploring the possibilities to use talent
analytics. When to focus is moving from the
future to today, speed is more important
than ever. Can you keep track of how the
capabilities of people are involving? Can you
quickly make a match between the urgent
opportunity and the available talent? Are
you able to track the engagement of key-
players real time?



ITS ALL ABOUT TALENT DEVELOPMENT
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ayou’ll see from my medical records that I was
born six weeks premature. I've always been very
good at pleting projects ahead of schedule!™

On the bottom of my resume. You’ll find a
B et coupon for 50 cents off my first pay-check

“How can | trust your information when
you're using such outdated technology?"

I’'ve been promoted to Executive Director of Personal Energy
Management Resources. | am in charge of coffee and doughnuts.
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“Any other people skills, besides 400

Facebook friends?”

“] suffer from post-traumatic stress disorder.
Not from the war, from my last job interview.”
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