














Praise for Talent Magnetism


“Talent Magnetism is the missing book from most executive shelves. We have works on finance, marketing, operations, and research. But the engine that drives all of these areas needs talent for fuel, and Roberta Matuson can help you find and maximize the horsepower from that fuel. This book should be first before all others.”


—Alan Weiss, PhD, Author of Million Dollar Consulting,
The Consulting Bible, and 50 other books.


“With her signature humor and conversational writing style Roberta guides you through the process of making your workplace ‘magnetic’ to attract true super star talent, keep them there, and know when to set them free. This, at times laugh out loud, but always informative and brutally honest, guide presents achievable steps to help even the most stodgy of institutions move and shake with today’s talent pool. Because of her writing style it doesn’t feel like you are reading a ‘business guide book’ and might even be something you choose to read twice just in case you missed something the first time through! If you find yourself in an organization where your employees act more like anchors than turbo charged engines driving your business towards success, start reading now!”


—Andrew Ashley, Vice President, Bank of America


“Roberta Matuson’s insight has effectively provided us the blueprint for transforming our human capital from mediocre to magnetic, thereby attracting the right talent for our organization! Talent Magnetism is a must read for the CEO and HR professional that believes in the old ‘business as usual’ human capital strategy will sustain their organizational needs in today’s talent scarcity.”


—Joanne Berwald, Vice President of Corporate
Human Resources, Mestek, Inc.


“Talent Magnetism is an exhilarating book. The workplace is ever-changing and Roberta continues to capture this in Talent Magnetism by sharing best practices and key recommendations to stay ahead of the game.”


—Mary L. Froehlich, COO, Sydney Associates, Inc.


“Roberta Matuson does a masterful job of de-mystifying a critically important topic that eludes so many companies. This book is both a call to action and a prescription for success, complete with specific qualities that make companies talent magnets, and live examples of individuals and organizations that have successfully adopted those qualities. This is a ‘must read’ for anyone who is interested in creating an enterprise that consistently attracts and, more importantly, retains great people who will truly make a difference.”


—Jerel Golub, President, CEO, Price Chopper Supermarkets


“The hiring pool is changing rapidly in the US and this is changing the DNA of our organizations. Talent Magnetism provides key principles on who to hire, motivate, retain and lead teams in this new world economy.”


—Matthew Androski, Vice President GM America Sales at Mindjet
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INTRODUCTION

Talent Magnetism



This book is about attracting and retaining the best people—top talent—rather than pulling in the masses to fill open job requisitions. Why? Because you don’t need a lot of people when you have a lot of talent.


So what is top talent? For the purposes of this book, I’m defining top talent as those people who are truly extraordinary, people who model behaviors you wish every employee would have. They’re tops in their field (if not necessarily at the top of your organization), and they expect their employers will be at the top of their game as well. They are the ones who relentlessly drive the business forward.


You’ve certainly worked with some of these people throughout your career; if you are lucky, you have many of them in your organization right now. They are the people who take on the lion’s share of the work without being asked, the ones who pick up the slack, and the ones who you can always count on when deadlines are tight. They are the people who are constantly looking for ways to improve their performance, while consistently achieving results. Often, they are the reason your company is still in business, in spite of tough economic conditions, and they are the reason you are prospering when others in your industry are barely making payroll.


But beware complacency. I’ve worked in a number of companies that mistakenly believed top talent would stick around if the firm made it seemingly impossible to leave. Stock options were given out freely, like candy dispensed on Halloween. That was all fine and good until the company earnings and the value of the stock tanked and the options were underwater.


Today’s workers are wiser than they used to be. Some have experienced what it’s like to be rightsized (the politically correct way of saying downsized) or have watched their parents and friends slide from the middle class into bankruptcy. What’s more, a new generation of workers has come onboard, and these workers value personal time and the ability to make the world a better place as much as, if not more than, personal wealth and material possessions. Throwing more money at these people to get them in the door, along with the promise of a richer life if they stick it out, is no longer an effective recruitment or retention strategy. The workforce has changed, and so must you.


In my consulting practice, I’ve helped Fortune 500 companies across all industries, as well as small and medium-sized businesses, achieve dramatic growth and market leadership through talent magnetism. I’ve been fortunate to work with world-class companies, including Best Buy, Inc., New York Life, and New Balance, as well as many up-and-coming businesses. My most successful clients never simply say, “Our people are our most important asset.” Instead, they demonstrate this principle every day with every decision they make.


Before you start worrying that you may not be up to this challenge, understand that many of my clients felt the same way until we began working together to create what I call a “magnetic workplace”—an environment where employees are passionate about their work and where customers love to do business. All that is required from you to begin is commitment and the desire to succeed.


Throughout this book I will guide you through the process that I’ve undertaken with many of my clients, large and small. I will share best practices from my clients and executives with the hope that you will incorporate many of these ideas into your business so you can achieve similar results. I’ll provide case studies and tools you can use to create the stickiness that will keep your people connected to your organization. In addition, I’ll end each chapter with a key recommendation for you to consider, which I’m calling the “rule of attraction.” This is my “if you only do one thing” recommendation to help propel you forward at warp speed.


As we begin this journey together, keep in mind that as business conditions continue to pick up in many sectors, attracting and retaining top talent will become more challenging, especially if you choose not to take immediate action. With economic improvement comes an increase in hiring, which means workers will have more choices when deciding where to work. At the same time, an aging workforce means that many people will be changing gears and choosing to slow down or retire. Those of you who take action today and make acquiring and retaining top talent a priority will have the clear advantage, as you will have established yourself as the type of employer that others would be lucky to work for. Your magnetic pull will become the envy of those who missed the boat completely and those who were still operating under the belief that stock options could buy loyalty.


It’s up to you as business owner, CEO, or senior executive to create the type of workplace that attracts, recruits, and retains top talent and repels mediocrity; it’s up to you to create a corporate culture that values excellence.


Some of you may have inherited a culture that worked well in the 1980s but no longer works today. That’s okay. We’ll discuss what’s required in order to transform the culture, and I’ll provide guidance along the way. Others of you are in the process of building your organizations and are sitting back as the culture begins to take shape. We’ll discuss what you need to do to take control of this situation so that you are able to build a workplace that makes you and everyone else excited about coming to work every day.


We’ll discuss company image and explore what you can do to attract top talent and customers to you—as well as how you can build a force field around your organization to prevent others from pulling talent away from you.


There will also be considerable discussion of employee retention, as too many employers mistakenly believe that pulling people into the organization and getting them to stick around require the same actions. If that were the case, employee turnover in most organizations would be dramatically lower than it is today.


As the business owner, CEO, or other senior executive, you are responsible to ensure that your management team knows that, when it comes to hiring, nothing but the best will do for your organization. You must hold this team accountable for recognizing and rewarding exceptional employees and for developing top talent, and you must make it part of their charge. You must also bring Human Resources into the fold so they work closely with you to enable talent magnetism.


The sooner you begin, the sooner you’ll be able to reap the rewards of talent magnetism. Let’s get started.





CHAPTER 1

Workplace Magnetism



I remember the exact moment I met my dream employer. It was a springlike day in an otherwise dark time in my life. I was coming out of an abusive working relationship that I thought I would never recover from. But I knew that I had no choice but to persevere, as I only had myself to rely upon. I put on my happy interview face, pumped myself up, and prepared myself for what was to be the interview of a lifetime.


The moment I walked in the room, I knew we were destined for one another. The French call it je ne sais quoi, defined by Merriam-Webster Dictionary as “something that cannot be adequately described or expressed.” I call it magnetism—that moment of irresistible attraction.


Our conversation (notice that I didn’t say interview) reminded me of a waltz, where every move was in sync. An offer was made and I accepted it gladly. My boss later confided in me that the hiring committee had invited the other finalist in for one more interview, as they could no longer remember her after meeting me.


This is the power of magnetism—the pull that occurs when two entities are attracted to each other. It’s interesting to note that I took this job even though the compensation being offered was significantly below market. That didn’t matter to me. What did matter was the passion and enthusiasm of every person I met while interviewing. The commitment to being the best in the industry was evident throughout the organization.


Can you attract top talent without magnetism? Sure. But at what cost, and will these people stick around?


The feeling I described when I first walked through my future employer’s door is exactly the feeling that your candidates will have if you are purposeful in the way you create your corporate culture. As you read through this book, keep in mind that every organization has the ability to create an environment where employees are happy and customers love to do business.


The Power of Workplace Magnetism


Being known as a talent magnet has a number of advantages. The first is that you will have your pick when it comes to employees. This is particularly important in tight employment markets, such as IT.


Think about companies like Google and Apple. Do you think they have a hard time getting the talent they need to fuel their growth? Are they out there begging their friends and family members for the names of people who know C++ or Java? Probably not.


Search online and you’ll find dozens of articles about how to land a job at Google or Apple. That’s because there are tons of applicants interested in working for companies with brands like theirs. It can be a hard pill to swallow, knowing that some companies have absolutely no problem finding candidates for jobs that are considered hard to fill, while others go hungry.




Magnetic Leader Raymond Pawlicki


Great employees know other outstanding employees, and they aren’t afraid to refer them to the companies they work for. No one knows this better than Raymond Pawlicki, senior VP and chief information officer (CIO) of Cambridge, Massachusetts–based Biogen Idec. Everyone knows that finding good information technology employees is as rare as finding snow in Florida. But not for Pawlicki. He’s earned a reputation both inside and outside Biogen Idec for being the type of magnetic leader that others aspire to work for.


This kind of success didn’t happen overnight. Pawlicki is extremely visible in both the information technology (IT) community and around town. “I speak at conferences as well as roundtables and talk about what it’s like to work at Biogen,” says Pawlicki. “It takes work. You have to be out there. You have to be willing to put at least 15 to 20 percent of your time into creating, understanding, and nurturing the culture and getting the word out there.”


Pawlicki goes on to explain that doing so can be a real competitive advantage, especially when trying to fill positions in finance, research, and engineering, areas where good people are difficult to find. He notes that this commitment is not done often, nor is it done well. His reputation as a guy who really cares about his people makes it much easier to compete and win talent, especially when he’s up against CIOs who either have poor reputations or no reputations at all. People don’t hesitate to refer candidates to Pawlicki, which helps him avoid paying the hefty recruitment fees that others are forced to pay when hiring IT staff.





Likewise, mediocre employees know other mediocre employees and aren’t afraid to bring them into the fold. This happens particularly in organizations where employees feel threatened. They know that if they bring in people who are better than they are, they may be asked to leave. So they do their best to make sure the status quo is maintained. Which group of employees would your rather have referring people to you?


Magnetic companies attract clients and customers to their brand with considerably less effort than nonmagnetic companies. People want to do business with magnetic organizations because of their stellar reputation, which is usually related to their employees. Examples of this can be found with brands like the Ritz-Carlton Hotel Company, which is known throughout the world for its gold standard of customer service. Many organizations try to emulate this company, which has allowed Ritz-Carlton to enter an entirely new line of business—advisory services and courses offered at The Ritz Carlton Leadership Center.


There are many more ways that magnetism impacts top-line growth, bottom-line profitability, and the overall health of an organization. I’ll discuss this in more detail throughout this book.


Can Magnetism Be Bought?


Many people ask me if magnetism is something that can be bought. I don’t believe it can be, though companies spend millions of dollars on PR firms every year trying to achieve this. Some companies falsely believe that receiving an award from the local chamber of commerce or being named among the “Best Companies to Work For” will magically cover blemishes that others know exist. The truth eventually breaks through.


Magnetism comes from within, and, thanks to the increased transparency afforded by the Internet, prospective candidates know when your company is trying to sell them a bill of goods. Today’s jobs seekers are connected in ways that we could never have imagined. It takes about two seconds to see if you have a LinkedIn connection at a company you are considering. A simple Google search can reveal what really goes on in the bowels of the organization, as many people don’t think twice about going public with their opinions. That can be a good thing if you have a workplace where people are fairly happy, but it can be a nightmare if you don’t.


Roy Ng, senior vice president and head of business operations for the Cloud Business Unit at SAP, headquartered in Walldorf, Germany, believes that benefits, pay, and titles are still important to people. Ng reminds us of the importance of paying attention to all parts of employee packages, not just one factor. He says, “You can’t simply do one well and be a great employer.” He also notes that buying talent won’t necessarily ensure that you’ll be able to keep people. “If you can get to the heart of the person, you can pick up talent that you never thought you could.” You must continuously work on strengthening your connections in order to keep these people. We’ll go into more detail on how to do this in Chapter 13.


Where to Get Some Magnetism


Most companies have magnetism inside their organizations waiting to be released. Sometimes you have to dig down a few layers to find it, and other times it’s on the surface for all to see. Of course, there are those situations where companies are unwittingly blocking the very candidates they are trying to pull in.


In those companies where recruiting top talent is a delegated “task,” we often find a wall that prevents good people from penetrating the organization. Talent may be attracted, but at the same time they are unable to get past the wall put up by recruitment and hiring processes that no longer make sense or by managers who don’t make the hiring process a priority. That’s why it’s so critical that, wherever possible, CEOs and other senior executives drive the recruitment process and check often to ensure any blockage is removed quickly.


Forward-thinking CEOs shop their businesses to make sure they know exactly what their customers are experiencing. I suggest you do the same when it comes to the experience of the job seeker. Begin by trying to apply for work in your own company. Are you tempted to give up along the way? If so, you most likely aren’t alone. This is exactly what happens when highly sought-after candidates or passive candidates tire of the shenanigans that some employers put candidates through before they’ve had a chance to set foot in the door.


Being aware of the frustrations lurking in your application process will give you the opportunity to make necessary changes before you lose great candidates to the competition.


Finding Your Inner Magnetism


If you are having a difficult time determining what really attracts people to your organization, simply ask those who have recently joined your firm what initially drew them to your business. Then ask employees who’ve been with you a while why they choose to stay.


Sometimes people are more comfortable, and therefore more honest, when speaking to a third party about matters related to retention. That’s where outside consultants can be beneficial. A good consultant knows when she is being given a stock answer and can probe further to get at the heart of the matter. She can also alert you to any patterns of unhappiness she may find along the way, which will give you the opportunity to rectify the situation before it’s too late.


You may already know where your magnetism resides. I’m betting it’s with some key leaders in your organization who closely resemble Pawlicki and Ng. Pay close attention to what they are purposely doing, and you may indeed be able to replicate that type of passion throughout your own organization.


What Good Is Attraction If You Can’t Get Talent to Stick Around?


I’ve worked in organizations where we had no problems bringing good people in. That’s because we had so much practice. We were running in place to replenish all the great people who kept leaving. Exhausting? Yes. Effective? No.


I see companies making significant investments in their recruitment programs yet doing little in the way of measuring employee happiness. What’s the point of bringing in all these great people if you can’t keep them? And what’s the point of measuring employee happiness if you are not going to do anything with the data you’ve collected?


In the following chapter, we’ll discuss how the workplace has changed over the past several years and what you can expect things to look like in the not-so-distant future. One thing we do know for sure, it’s going to get a lot harder to keep the talent you have.




Rule of Attraction


[image: image]


Put yourself in the candidate’s shoes and apply for a job with your company. How would you describe the experience? Was it simple and pleasant, or did you walk away frustrated? Take note of what worked and what didn’t, and take action immediately to create an experience that is reflective of a world-class organization like yours.








CHAPTER 2

The Talent Pool Is
Changing—Are You?



I keep hearing from CEOs and other senior executives how difficult it is to find good talent these days. I believe this is true. And you know what? This problem isn’t going away anytime soon. In spite of the high unemployment numbers in some parts of the world, many positions are still going unfilled. In some cases, there appears to be a huge mismatch between the skills that people have and the skills that employers need.


In certain fields, this comes as no surprise. Take the tech industry as an example. It’s estimated that by 2018 there will be some 1.4 million tech-related job openings in the United States, but the country will have only about 400,000 college grads to fill them. Technology is changing so rapidly that workers can’t keep up. They may master one platform while in school only to find that companies require skills in a language that didn’t exist when they began their training.


Even firms that aren’t designing the next tablet are struggling. In a recently released study by recruiting firm ManpowerGroup, nearly half of U.S. employers surveyed said they’re having trouble filling key jobs despite continued high unemployment. In Japan, 81 percent of respondents indicated that this is an issue. Notable shortages are also reported in other Asia Pacific markets, including Australia (50%), India (48%), and New Zealand (48%). In the Americas, the most urgent talent shortage is reported in Brazil, where 71 percent of employers identify difficulty sourcing employees with the relevant profile. The worldwide figure is 34 percent.


We’ve been hearing about the difficulty of filling positions in health care and engineering for a long time now. But many people would be surprised to find that organizations are coming up short when looking to hire sales reps, accounting and finance staff, drivers, and teachers. You may as well hang up your tools if you are looking to hire skilled workers like plumbers and electricians. The trades are losing their attraction among high school students, who are choosing careers that will allow them to stay in bed past 4:00 A.M. This is a huge problem for employers in need, as these jobs cannot simply be outsourced to workers in other countries.


This situation will only intensify as the economy improves and workers have more choices. At the same time, the baby boomers are finally retiring or moving into less demanding second careers. Now is the time to take action, and that’s exactly what Lisa Hook, CEO of Neustar—a trusted provider of real-time information and analysis to the Internet, telecommunications, entertainment, advertising, and marketing industries throughout the world—is doing. Her company is planning for the future, to ensure there is a twenty-first-century workforce that is adequately trained.


In a recent U.S. News Weekly article, Hook wrote about how her company is investing in tomorrow’s talent. She cites Neustar’s heavy involvement in My Digital Life, a digital literacy program that teaches kids about technology and how to use it responsibly, which operates in both Virginia and Kentucky (the two states Neustar calls home). The company also participates in Year Up!, a one-year, intensive training program that provides low-income young adults with a combination of hands-on skill development, college credits, and corporate internships. Neustar also participates in the Anita Borg Institute’s annual Grace Hopper Celebration event, which supports and promotes the advancement of women in technology.




Connecting with Tomorrow’s Workers Today


Aquent is a leading global provider of specialized temporary staffing for high-end creatives and web experts. To keep up with the demand for talent with specific skills, the company is using the MOOC (Massive Open Online Course) model and applying this to the workplace.


Last summer, Aquent hosted its first-ever MOOC offering, Summer of Learning, a free, month-long HTML5 training course for marketing professionals. The course was created to address a documented skills gap among marketing professionals and to help the staffing firm place participants in hard-to-fill positions—like front-end developer and designer—that require HTML5 skills. More than 10,000 students took part in the course, and 150 of them were placed in positions with Aquent’s client base immediately afterward.


“We understand the needs of building relationships today. The students today will be the managers hiring us ten years from now. We see this as part of our business lifecycle,” states Alison Farmer, VP of learning and development at Aquent.


Think about what you can offer today to attract the workers you’ll need to sustain and grow your business for years to come.





Neustar is continuing to build its pipeline. The company recently partnered with the University of Illinois at Urbana-Champaign to open the Neustar Labs Innovation Center, which enables university students to work with Neu-star to develop commercial solutions to some of the most challenging problems customers face. The focus of the facility is on technology, information, and digital media. Working closely with Neustar Lab employees, students drive projects focused on open innovation while developing professional skills that cannot be taught in the classroom.


You can bet Neustar will have its eyes on rising talent and that participants will feel a connection to the organization that has provided them with the knowledge and experience that will significantly impact their lives for years to come.


Granted, not every company has the budget to sponsor an innovation center. That doesn’t mean you can’t be working today to attract tomorrow’s talent. Consider introducing a program that encourages your employees to mentor those who show potential in areas where you know there will be a shortage of talent. Sponsor a club at your local university and become actively involved. This will provide you with a unique opportunity to nurture talent while making personal connections.


Talent Is Overrated—Or Is It?


The people who say talent is overrated are often the ones who have a tough time finding and keeping it. Or they’ve only experienced mediocrity, so they have no idea how different their organizations would be if they hired top talent. I can certainly understand this, as I used to believe that all tomatoes tasted the same. That was until I tried a tomato that came straight from the farm. If you believe talent is overrated, I suggest you be more selective the next time you have a bunch of candidates to choose from. I have a feeling you will become a convert, like me, to the difference that top quality can make.


Remember, I’m defining top talent as those people who are truly extraordinary. They model the behaviors you wish every employee would have. They can do the work of at least two people and they have no problem taking on vital projects without being asked. They are constantly striving for ways to better themselves while consistently achieving results and moving the company forward. In a nutshell, they “wow” your customers and clients as well as their coworkers. Do you still believe talent is overrated?


For a moment, imagine a workplace that has an abundance of talent on staff. Think about the possibilities! These high-achieving people can have an enormous impact on business results. Take, for example, a company like Disney. This conglomerate is known throughout the world for more than just animation. Everything it touches seems to turn to gold. The company’s acquisitions, which include Pixar and Marvel, have added to its ranks of talented artists, engineers, and business innovators.


Compare Disney’s successes with the trajectory of electronics retailer Circuit City, which made a conscious effort to disengage its top talent. The company did so by significantly reducing the pay of its top salespeople. Many defected and took jobs with competitors. Months later, Circuit City declared bankruptcy.


Why You May Lose Your Balance in the Coming Demographic Quake


Any conversation about the changing talent pool wouldn’t be complete without a discussion on the graying of today’s workforce. The pool of baby boomers in the workplace is shrinking, as many move into retirement or second careers. About 76 million people were born in the United States between 1946 and 1964. But only 46 million more are coming along in generation X, which follows the boomers. That gap is one of the things workforce planners worry about. Throughout 2009, Deloitte and Forbes Insights conducted Managing Talent in a Turbulent Economy, a five-part longitudinal survey of high-ranking executives worldwide. The report revealed that over the last decade, companies facing a skills shortage have been able to tap into the vast global talent markets such as China and India. But as Baby Boomers retire and skills grow scarce, there will be no additional Chinas or Indias coming online. A problem faced by many nations.


More than 10,000 baby boomers a day turn sixty-five, a pattern that will continue for the next nineteen years, according to the Pew Research Center. Traditionally, people retire in their early to mid-sixties. If that holds true, between 2013 and 2020, tens of millions of people will leave the workforce. Much has been written lately about people deferring retirement, often out of necessity (poor economy, shrinking retirement benefits, decimation of savings and retirement accounts, etc.) and working much later than their early to mid-sixties. What is not written about is the number of people who are forced to leave their jobs due to declining health, the need to care for an ailing partner, or relocations due to a spouse’s retirement. Life-changing events are having an impact on both individuals as well as firms who employ them. A tremendous amount of knowledge will be walking out the door in a relatively short period of time. Will adequate replacements come along to pick up the slack?


I don’t see how, unless someone figures out a way to birth or clone more gen Xers. We’ll have to rely on technology to help us do more with fewer people. Companies will have to invest heavily in the development of their millennials (those born between 1982 and 2000) to ensure they have the bench strength to handle the additional responsibilities that will be thrust upon them. It’s a good idea to plan now, so you’ll be ready for the repercussions of the inevitable demographic shift.


Can you see why holding onto the talent you have is so critical?


Which End of the Pool Are You Standing In?


Some of you may be thinking that you’ll be fine. Your employees are always telling you how much they love coming to work, or at least that’s what you think they are saying. I recall a conversation I had with a CEO who had just received the results of a company-wide employee climate survey. He was absolutely dumbfounded by the findings. You see, weeks before receiving the report, he had paid a visit to each location and met individually with many of the employees. He told me they expressed gratitude for being employed by the company. He left his meetings feeling that his people were content. Clearly this wasn’t the case, based on the consistently negative feedback he was holding in his hand. I told him not to confuse people telling you they are happy to have a job with people telling you they are happy in their jobs.


How Do You Measure Up?


During the great recession, organizations pruned back the limbs of their middle management ranks substantially, until there was nothing left but top growth. Many still haven’t filled in those areas that were left barren. What will this mean for your company over the next ten years as we see a dramatic shift in workplace demographics?


Take a look at the demographics in your workplace. Are you at risk? By that I mean, do you have a workforce that will topple over the moment you lose some of your older, more experienced people? Are the people in your organization ready to step up the moment they are called to the front lines?


Workforce Planning


Workforce planning is a process used to identify the human capital required to meet the goals of the organization. Included are strategies to meet those requirements. Workforce planning includes identifying:


[image: image] the right number of people required based on your strategic plan


[image: image] the competencies (knowledge, skills, and abilities) people in the organization will need in order to support the goals of the business


[image: image] the positions that will be needed by the organization


[image: image] the timing of when people will need to be in place


Workforce plans are similar to insurance plans. They are helpful to have, but few people really want to think about them.


If you are part of a large organization that already has a workforce plan in place, I recommend you occasionally review this plan to make sure it’s being adjusted for changes in your business and changes in personnel. If you don’t have a plan, then this would be a good time to work with your team to create one. Smaller organizations—especially those with only a few employees—can get away with more informal planning.



Keeping Afloat When Others Are Drowning



As the economy slowly recovers, there appears to be an ample supply of job candidates due to the high rates of unemployment associated with the recession. However, the waters are about to get stormy as the economy moves into full recovery. We’ll see a surge of people finding employment, while at the same time older workers will be sailing off into the sunset. How long do you think your company can tread water?


My most successful clients are looking out over the horizon and realizing that if they are going to make it safely to shore, they will have to start swimming now. They are no longer looking at their people as anchors weighing them down. Instead, they are looking at their staff as people on the relay team who, given the right coaching, can outswim the competition.


You can do the same. But you have to be willing to stop thinking of your employees as expenses and begin thinking of them as assets that are as precious as gold. And I don’t mean just repeating that throwaway line, “Our people are our most important asset”; I mean demonstrating this attitude day in and day out.


Changes You Will Need to Make to Win the Race for Talent


If you are going to outswim the competition and win this race for talent—particularly millennial talent—you are going to need to throw a recession mentality off the boat. Here’s what I mean by this: resist the temptation to “buy” people on sale. Just because you can get a candidate easily doesn’t mean you should. There are lots of people who can be bought “on sale” these days as they exhaust financial options. Heck, they’ll probably work for free just to get a foot in the door. But that doesn’t mean you shouldn’t pay good people what they are worth. I’d rather have an employee feel great about his work and treat my customers well than have him question every day how he got himself into this position and, more importantly, how he will get himself out of it.
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“With her signature humor and style, Matuson details how to make your workplace

‘magnetic’: attract top talent, keep them there, and know when to set them free.”

— Andrew Ashley, Vice President, Bank of America
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