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What are they really thinking?
Insight driven Human Capital Strategy & Talent Management
Abstract

Companies can differentiate themselves by challenging assumptions about the interests and motivations of their mature critical talent.  Engaging them in a genuine and holistic exploration of their work and lifestyle needs and interests generates real insight - enabling organisations to pursue strategies to achieve greater alignment of employee and organisational interests and goals.  
This paper was written by Janie Gough, founding partner of act3, a leading consultancy that helps business leaders plan for their future, reflecting their personal, professional and financial needs and, as a result, supports companies in retaining and engaging one of their most valuable resources – mature talent.  It is part of the act3 Insight Series, which has been designed to raise awareness of this issue, share information and encourage debate on act3 planning for executives and leading companies.

By Janie Gough 
The GFC has taken our focus away from continuing challenge facing most organisations to attract, engage and retain talent in critical roles.  Demographic changes in our workforce need to be considered now more than ever.   Baby Boomers are wanting to work longer in their pursuit of financial security, continued intellectual stimulation and social connection.  Gen X & Ys are prizing other rewards of employment over monetary compensation, what constitutes a great place to work is being redefined. 
 Organisations can no longer afford to shape talent management strategies around traditional assumptions.
Holistic and meaningful information about employees; what they are thinking, what motivates them, and what are their future plans, is critical to competitive advantage.  Those employers who have a genuine understanding of the different motivations, aspirations and needs of their critical talent will be best positioned to respond; and accordingly to retain, engage and attract other talent.

Going forward, critical talent should drive their own, unique paths to career performance and innovative engagement models.  The role of the organisation is to help talent to identify their personal, professional and financial interests, skills and needs to facilitate honest conversations and to help employees plan for a meaningful future – one that best meets their unique personal and professional circumstances.

Organisations that can make this happen will be at a distinct competitive advantage.  

Organisations need to genuinely understand what motivates its critical talent.

	For example, amongst most senior leaders, career strategies and practices need to reflect the different motivations and needs of the ‘baby boomer’ workforce segment and the specific employee circumstances.  Our experience shows that many boomers who occupy critical roles want to continue working – but possibly in new ways.  What is of most interest to them, is constructing roles and employment arrangements that meet their personal, professional and financial needs - with their current employer.  That said, many baby boomers fear raising this with their employer for fear of the message this might send.  Organisations need to be prepared to engage in honest, sensible dialogue around creative win-win career options, or risk losing talent to organisations that are prepared to do so.  This risk manifests itself in the worst possible way, when ‘your’ critical talent, pops up at a competitor; taking company wisdom, experience and business relationships with them!  
	Idea in brief:

· Businesses make false assumptions about the aspirations of mature talent and often pay them little attention

· The issue of mature critical talent engagement, retention and attraction is a big one, that is poorly understood by most businesses

· New models and ways of working are needed

· Through facilitated meaningful dialogue,  organisations need to understand what mature workers are thinking, – and respond accordingly.


Whatever the workforce segment, there is much to be gained from capturing and maintaining a more comprehensive talent profile; not just quantitative data about employment details, performance ranking, salary band etc. but rich qualitative information such as sources of fulfilment & stress, career and lifestyle priorities, aspirations, intentions, to ensure employers are able to engage with critical talent in a meaningful way.
More than ever there is a need for trust and collaboration between employer and employee, not an us vs them mentality.   As the economy recovers and the challenge of winning over and finding creative ways to tap into scarce critical talent returns to the top of the corporate agenda, the ability to provide creative engagement models, tailored career options and to offer the most appropriate role options and benefits at different stages in an employee’s career, will be a crucial lever for talent attraction, engagement and retention.
Moreover, truly informed human capital and talent management, enables more effective succession planning, focused career management and leadership development.  Organisation specific, accurate and insightful data also goes a long way to assisting with business scenario planning, and mitigating the risks associated with retention and engagement of critical talent, and a company’s ability to execute on business strategy!

Organisations who understand their critical talent, will be best positioned to execute the business strategies required to thrive in an ever changing global marketplace. 
To better understand what critical employees are thinking about – and respond accordingly:

· Provide talent with the practical planning tools and environment that they need to plan for a meaningful future
· Gain genuine insight into employee interests and needs

· Facilitate honest conversations

· Capture and maintain holistic, meaningful employee information
· Offer the most appropriate role options, work arrangements and benefits, at different stages in the employee’s career.
The benefits of act3 planning

For companies

· Increased talent engagement and productivity
· Genuine insight into needs, aspirations and intentions of critical talent 

· Greater alignment of individual and organisation goals

· More informed human capital solutions – in areas such as talent management, career planning / management, reward & remuneration and diversity
· More effective succession planning and leadership development
· Minimise exposure to loss of critical skills and experience
· Demonstration of organisation’s commitment to talent management
For executives

· A legitimate basis for a discussion about their future plans 
· Minimise uncertainty, stress and disappointment that often accompanies the contemplation or execution of critical life transitions  - e.g. role change, ‘retirement’ etc 
· Innovation and the opportunity for greater life-career balance
· Fulfilling and rewarding life and career
About act3

act 3 is a pioneer in the field of third-act planning for executives and companies. 

act3 was established by some of Australia’s leading business advisers to:

· Help organisations retain and engage one of their most valuable resources –senior talent

· Help business leaders define and realise the full potential of their third act – a “portfolio lifestyle” of professional and personal activity to achieve life and career on their own terms.

More information about act3 can be found at our website: www.actthree.com.au 
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