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“Today, managers must have the capacity to lead complex organizations with global
scope and scale, demonstrate visionary thinking as well as the ability to execute, hold
the highest standards of ethics, develop others at all levels, understand the business as

a whole, and build influential relationships with customers and stakeholders.”

”Top Companies for Leaders”,
2007 Hewitt Associates in partnership with FORTUNE and the RBL Group

A one-day tutorial for managers on creating a
flexible and responsive workforce

WWW.WEMEANBIZ.COM




Development planning will not get done if managers do not support it. The first task is to show
managers “what is in it for them”. We do this by creating the business case...insuring the team
has the competence it needs to meet business challenges. Second, managers need to engage
employees to create development plans within the business reality of the organization.

Third, managers must be able to coach employee development and hold meaningful
development discussions.

The Business of Managing Talent™ helps managers define the business challenges facing their
organization based on the organization's strategy; define critical competencies required to meet
those challenges; understand the employee development planning process; conduct “development

briefings” with their team to provide the context for employee development planning and to
challenge employees to plan in that context. Managers practice the three critical skills required to
help employees create development plans: Give Business Insight; Provide Challenge; Direct and
Motivate. As a result managers will:

W Describe the development needs of their M Hold effective development discussions —
organization based on the challenges they face. feedback, coaching.

M Brief their team on the context for development M Look at development planning as a way to insure
planning. goals are met.

M Invite employees to create plans.

Steps in Managing Talent
OUTCOMES INCLUDE:

1. Retention...development is a great retention
strategy. It makes people feel part of the team, the
organization’s future. The message is clear, “We
have a future, you are part of it and we are willing to ——
invest to be sure you have what you need to L
contribute.”

Make The Business Case Support...
Reinforce, Coach, and

Sustain Development

OFFER PERSPECTIVE
AND GIVE SUPPORT

2. Strategy alignment... development is a business
imperative. It must be aligned with strategy.

ENCOURAGE INITIATIVE

3. Focusing on the future after tough
times...organizations that have seen downsizing and
reorganization need to get people to focus on the
future, not the past. The development agenda is a

positive way to do that. It sends a positive message -
about the future. Find Out More

4. Eu”éj'in%r:eadmskn itf)‘ mftf;]y ot;_gan,ithions peclatple are The Business of Managing Talent™ is a one-day, instructor-led

ept in the dark abou e pIg picture, resulting In . . .

T e 5 T 1 6 o o i e ey i course that can be delivered at your location. The course will
The development planning agenda gets people be presented by Stephen Forrer who has been a consultant to
talking about the functions of the organization and the Fortune 100 for over 25 years. Steve has a Ph.D., M.B.A.
how they support one another. and was formerly Dean and Vice Chancellor at University of
development - this helps insure that organizations internationally and has just returned from presenting this
will have the competencies they need to meet program to new managers in China. Call for cost information.
current and future goals.

6. Development dollars aligned with business strategy, Visit our Website at www.wemeanbiz.com
resulting payoffs in productivity and
performance...shareholder value. Call us at 301 774 9700

Email us at Steve@concepsys.com
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