











The liberating prisoners strategy

Implications for
Resourcing strategy

Resourcing teams play a key role in
reducing the prison population —
by ensuring that organisations hire
the right people not just for today,
but for the future.

Many categories of prisoner (such as
Lifers and Prisoners of conscience) are
created — albeit inadvertently — by a
short-term view of recruitment success.
Today, many recruitment functions

are still judged primarily on very short
term targets (cost per hire, time to hire,
etc) that encourage equally short term
approaches to talent acquisition.

Faced with an immediate operational
need the temptation can be to

hire an ‘oven ready’ candidate as a
quick fix. Failure to assess the long
term potential to perform may be
creating tomorrow’s prisoner.

With an ever faster pace of change
recruiters need to base selection on
future as well as immediate organisational
needs if long term organisational health

is to be achieved. That means working
closely with the business and HR
colleagues in areas such as talent and
organisational development to

understand the skills and
behaviours required to achieve
future business performance.

We need a new set of recruitment
success criteria that cover long term
engagement, performance and career
progression, fewer corporate prisoners
being one Key Performance Indicator.

We need to equip organisations to be
agile and work at pace. This includes
the ability to change the profile or
deployment of their workforce quickly.
In turn, resourcing teams need to make
better use of short-term resources such
as interim managers.

Hiring permanent staff who cannot
evolve as the business does has
undoubtedly increased the level of
redundancies seen in UK plc. This
often results in organisations shedding
resources in one area only to hire
elsewhere. In some cases the staff
being released are relatively new
joiners — reflecting how far resource
planning had become dislocated
from business reality. This demands a
more pragmatic and future focused
approach to resource planning.

Implications for Talent
management strategy

Now more than ever, organisations
need to ensure their people are
engaged. That's about far more than
satisfaction — it means having people
who will invest energy, emotion and
capability in achieving organisational
performance, people who will grow
and evolve with the organisation —
seeing a mutual interest in success.

Organisations need to tackle those who
are performing poorly. They need to
review reward strategies that create
Economic prisoners while at the same
time unlocking the potential of prisoners
of circumstance by developing leaders
who motivate and inspire their people
and policies that embrace diversity
without compromising business priorities.

Many managers have struggled to deal
with average performers who outstay
their usefulness in a specific role and need
to move on to enable others to grow and
accelerate the pace of change. Managers
need to be given the courage, skill and
tools they need to talk about careers and
encourage honest and frank feedback

on career potential. Lifers need to be
re-engaged — or helped to take a route
out of their role or even the organisation.

Managers also need to be re-equipped to
lead their teams into, through and beyond
change. Few organisations will be immune
to the economic challenges of the coming
months. Your people are already likely

to have seen valued colleagues (and

often friends) leave the organisation.

The talent agenda has to support and
re-engage survivors — rebuilding trust

and commitment in the process.

Continued next page: Implications
for Career management strategy




Implications for Career
management strategy

Organisations need to help people take About Chiumento Green Papers
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be more successful — and satisfied.

Career management needs to address
topics such as career downsizing and
managed exits. It needs to be bold
and open about discussing futures
and options. It should allow people to
say ‘| want to go’ and help them on
their way professionally and ethically.

The career management agenda should
also inform issues such as selection

for redundancy and redeployment.
Long term potential to perform

must be part of the decision making
process on who stays and who goes.

Career management is also about
getting people to take ownership of
their own development — recognising
it is an investment in their own future
not the responsibility of their employer.




In summary...

We have defined six categories of corporate prisoner based on

two factors — Desire to stay and Potential to perform.

The six categories can be summarised as follows:

Category

Escapers

Economic
prisoners

Lifers

Prisoners of
conscience

Prisoners of
circumstance

Visiting stars

Our data suggests the potential for significant numbers of corporate prisoners
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Desire
to stay

LOW

LOW

HIGH

HIGH

HIGH

LOW

Potential to perform

Core capability

VARIABLE

VARIABLE

VARIABLE

LOW

HIGH

HIGH

Desire to grow

VARIABLE

VARIABLE

LOW

VARIABLE

HIGH

HIGH

to exist within organisations. It will enable clients to benchmark their own

employees against the external market and establish their own level of risk.

We will engage with employers to evaluate the implications of Corporate

Prisoners for their organisation. Together we aim to build innovative new people

strategies that will drive higher organisational and individual performance.

Energy and
motivation

LOW

VARIABLE

VARIABLE

HIGH

VARIABLE

HIGH



Chiumento regularly undertakes research
on Human Resource issues. To access other

Chiumento research documents, go to
www.chiumento.co.uk

arbara %L}

Global Camcer Fartners INYTATOR I PROPLE



http://www.efekt.net



