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Retaining Talented Employees

The war for talent, keep your talent, recruit talent. These have become buzzwords that most managers and HR people throw around in most meetings. First you need to be clear that by ‘talented’ we don’t use the same definition that is commonly used in mediocre companies. Talented workers are two to three times more productive than the average worker (Tower Perrin Talent Survey, 2007). The more of them you have in your company the more productive and profitable your company will be. 
Jack Welch, former CEO of General Electric, had a process that identified the top twenty per cent of his work force, as well as the bottom twenty per cent each year. The bottom twenty per cent of the GE work force was moved out of the company on an annual basis. It is a model that has delivered extraordinary growth, increasing the market value of GE from just $12 billion in 1981 to about $280 billion today. The man who spent more than 50% of his time on people issues considers his greatest achievement to have been the care and feeding of talent. “GE ran by its great people,'' says Welch. ''The biggest accomplishment I had was to find great people. An army of them. They were all better than most CEOs. They were big hitters, and they seemed to thrive there.'' 
So, how do you identify, retain and recruit people who are going to significantly boost the results of your small company?
1. Know what they look and sound like

Talented people are achievers, whether it is in school, work, volunteering or sports, they are driven to set and exceed personal goals. Most owners, managers and HR people don’t even ask questions related to achievement when they are interviewing people; when was the last time you asked someone to show you their marks, or asked them to tell you about awards or medals they have won or recognition they have received from previous employers.

Talented people resent being lumped in with average people, they believe in recognition for merit and compensation based on clearly defined goal achievement. Giving them the same salary increase as everyone else will drive them into the arms of your competitors.
Talented people like to associate themselves with other talented people. They chafe under bureaucracy and limitations placed on them by comprehensive organization rules. Often they are labeled as complainers or prima donnas by the less talented people around them; usually this is a very good way to identify talented people easily.
2. Give them a future

Talented workers want to know that they have a future with your company. They want to know that key people in the decision making roles within your company know who they are and know what skills and interests they have. Your talented workers want to know that the needs of the company are aligned with theirs.

Have a plan for your business that describes the types of people you will need to make that plan successful. Will you need people leadership, technical leadership? Will you need people to act as connectors or ‘links’ between the various components of a complex business structure? Will you need more or less of the people you currently have in your company?

Have a plan for your talented people. Map where they are currently in your company and describe how they will migrate from where they are now to where you will need them to be for your business in the future.
3. Reward them for results, not effort
Don’t just think of compensation in terms of salary or bonuses. Talented people want to be involved in the hot projects, the key initiatives and the business critical decisions. Reward your most productive people by engaging them in the most important aspects of your decisions. Another way to separate your talented people from the rest of the pack is to listen for key words they use, and talented people talk about results, most importantly, they talk about the results they have achieved, not just the results they want to achieve in the future. 

Offer these key people rewards such as instant restaurant dinners, nights out on the town, weekends at a resort in return for goal achievements. Ask them what would tell them that the company appreciates their achievements and then provide them with evidence that you have been listening. Don’t be surprised if they ask for tools, training and the departure of non-performing colleagues.
4. Add more talented people to the pile
When you recruit new people to add to your company, make sure you add talented people. This will encourage your current talented people to keep up their A game and it will bring new ideas and energy into your company. Don’t put recruiting ads on job boards or in the newspaper career section; instead go to your local university or community college and ask the professors who their most talented students are (or were, you’ll be surprised to find that most professors keep track of their top students). Scan trade publications for articles recognizing achievement by people in your industry or sector and give them a call. If they aren’t interested, or out of your price range, ask them if they know of any up and coming talent. 
Remember, talented people attract other talented people, they are not intimidated by them – so they are often good referral sources. Ask your current talented people if they have anyone in their circle of family or friends who they would recommend – nepotism is not a concern when hiring achievement oriented people!





























