
T H E  D I S R U P T I V E  H R  B U S I N E S S  PA R T N E R  P R O G R A M M E

E P I S O D E  3 :  N E W  A P P R O A C H E S  T O  H R :

TA L E N T  M A N A G E M E N T  



W H AT  W E ’ L L  C O V E R

1. What’s wrong with traditional Talent Management?

2. New approaches to Talent Management

3. Doing succession planning differently

4. Creating space for future talent



T O  T A L E N T  M A N A G E M E N T

T R A D I T I O N A L A P P R O A C H E S  

C R E A T I N G  T H E  E L I T E
e.g: high-potential programmes 

C A T E G O R I S I N G  T A L E N T
e.g: the 9 box grid 

P L A N N I N G  C A R E E R S
e.g: career paths and succession plans

D E F I N I N G  P E R F E C T I O N
e.g: the competency matrix

E L I T E  P R O G R A M M E S  

D O N ’ T  W O R K

O U R  A B I L I T Y  T O  

C A T E G O R I S E  I S  

F L A W E D

C A R E E R  P L A N N I N G  

M A K E S  L E S S  S E N S E

P E R F E C T I O N  D O E S N ’ T  

E X I S T



W H AT ’ S  Y O U R  B I G G E S T  C H A L L E N G E  W I T H  

TA L E N T  M A N A G E M E N T ?



N E W  A P P R O A C H E S  T O  TA L E N T  M A N A G E M E N T  

F O C U S  O N  W H A T  Y O U  

W A N T  T H E M  T O  A C H I E V E

F O C U S  O N  T H E  

M A J O R I T Y

E M P L O Y E E  O W N E D
P R O C E S S - L I T E

A N D  A G I L E



1. Create clarity

2. Generate energy

3. Deliver success

F O C U S  O N  W H AT  Y O U  W A N T  T H E M  T O  A C H I E V E

1. Coach your team

2. Show appreciation

3. Lead with trust



M E A S U R E D  B Y  I M PA C T  

Do you have regular career conversations with 
your manager? If not why? 

Do you have access to the learning you need to 
stay on top of your skills’?  ‘What more could we 
do?

Do feel able you make time to learn new skills? 
What would help? 

Are there opportunities for you to experience new 
skills here? What more could we do? 

Is it easy to move around our organisation? How 
could we make it easier?  

Regular pulse surveys to your 
people to see how it’s going.



F O C U S  O N  T H E  M A J O R I T Y:  G R O W T H  M I N D S E T  

‘From knowing 

it all to learning 

it all’

‘Learn everyday’



Look for difference

F O C U S  O N  T H E  M A J O R I T Y:  R E D U C I N G  B I A S

‘Everyone is ready’



“You’re on our radar”

“My door’s open”

“Tell me why LinkedIn”

“If you were being managed by YOU, 

what would you do differently?”

F O C U S  O N  T H E  M A J O R I T Y :  S TAY  C O N V E R S AT I O N S



‘Leader for the day’ ‘Help wanted’

P R O C E S S  L I T E  A N D  A G I L E   

Talent Talks
 



H O W  T O  FA C I L I TAT E  A TA L K I N G  TA L E N T  S E S S I O N  



A TA L K I N G  TA L E N T  S E S S I O N   

• One-hour session to discuss our 

people to: 

• Create opportunities for 

growth and movement 

• Be more aware of talent in 

each others' teams. 

• We don’t need to focus on 

leadership potential. We can talk 

about new starters, flight risks, 

vacancies coming up, skills gaps 

etc..  

• No pre-work, process or 

paperwork  - just conversations! 

1. Let’s each talk about two people in each of our teams that we feel are 

ready for a new challenge and why? 

2. If we can’t move them right now, what could we do to help them get a 

new challenge? A project, a mentor etc..? 

3. What key skills are we lacking in our team now or that we will need in 

the future? How could we start developing those skills now? 

4. Who thinks they have a flight risk in their team? Let’s talk about what 

we could do? 

5. Are we taking enough risks? Are we giving people a chance to try out a 

new role, even if they’re not quite ready?

6. Do we know our teams’ career aspirations as well as we should? Have 

we asked them?  



Informal mentoring Pursue your side 
hustle

E M P L O Y E E  O W N E D

CareerFest



E M P L O Y E E  O W N E D :  

T O O L K I T S  T O  H E L P  



WHAT IT MIGHT LOOK LIKE 

• Informal mentoring

• Job shadowing

• Job swaps

• Stretch assignments 

• Project-based work

• Frequent ‘Talent Talks’ for 

leaders to discuss all their 

people and opportunities 

• Easy to use tools to help 

leaders and employees have 

better conversations

• Learning budget spread to 

give ALL access to 

opportunities 

• Promote an always learning 

culture 

• Leaders to have regular 

‘stay conversations’

• Personalise where possible 

– career aspirations and 

learning needs are different 

for everyone

• Build a network of internal 

mentors who can teach new 

skills

PROCESS-LITE EMPLOYEE 

OWNED

EVERYONE IS 

TALENT 
OUTCOMES

• 3/4 expectations of 

what we want leaders 

to DO not BE

• Simple and easy to 

remember

• How we want our 

people to feel as a 

result

• Play to our leader's 

strengths & style

• Help them understand 

themselves better 

• Expectation from day one 

that our people will drive 

their own career

• Freedom to raise their hands 

to try something new/move 

around the organisation  

• Ask to have career 

conversations with their 

manager

• Employees have their own 

learning budget



Bottom up succession planning:

“Who do you go to for..” 

D O I N G  S U C C E S S I O N  P L A N N I N G  D I F F E R E N T LY

Meet monthly to discuss:

• 3 people that need a move

• 3 roles that need a refresh



C R E AT I N G  S PA C E  F O R  F U T U R E  TA L E N T

Make it the 

norm 

Focus on role 

not the 

person 

Start early 
Explore other 

options 





G R O U P  W O R K :

W H AT  A R E  Y O U  D O I N G  T H AT ’ S  W O R K I N G  W E L L ?

W H I C H  O T H E R  I D E A S  W O U L D  Y O U  L I K E  T O  T R Y ?  



Talent Management: Key Takeaways

1. Encourage everyone to grow and learn 

2. Focus on what you want them to achieve, not competencies 

3. Keep it process lite and agile

4. Give your employees the tools

5. Help your leaders have better conversations with Talking Talent sessions



NEXT WEEK: EPISODE 4  - YOU AND YOUR LEADERS 
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