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I'LL START,
THEN YOU



HOW WE GOT HERE







* CEOs and Boards were finally understanding talent
* CHROs were under pressure to deliver

* Recession (2x ago) forced sharper view of talent






A LITTLE PROGRESS BUT ...



* FIRST, DO WHAT’S PROVEN
* BE A CAREFUL CONSUMER

* FIND YOUR “ORACLE OF
SCIENCE”



* SOME MOVEMENT - VERY POSITIVE INTENTIONS.
PERFORMANCE MANAGEMENT, ESPECIALLY.

* WORK TO DO - EVERYWHERE ELSE.
DEVELOPMENT, BEHAVIORS (ALTHOUGH FEWER
BIG COMPETENCY MODELS)



« HOW LITTLE CONTENT/
INFORMATION/DATA
WOULD WORK HERE?

 GET YOUR EGO OUT OF THE
WAY

« EMBRACE BORING






 LET THE EXECUTIVE TEAM
GUIDE YOU, NOT H.R.

* IF YOU DON'T WANT TO BE
TRANSPARENT, STOP
SAYING YOU DO

 RECOGNIZE YOU’LL BE
FORCED THERE SOON
ENOUGH



WELL ...



* WHICH TWO TALENT ITEMS
MATTER MOST?

 USE THE ACCOUNTABILITY
LADDER TO 1.D. “ENOUGH”

* TRANSPARENCY CAN DRIVE
ACCOUNTABILITY



* OPTM MINDSET

* PERFORMANCE
MANAGEMENT

* DEVELOPMENT



AFTER OPTM CAME. ..

 TALENT PHILOSOPHY
« SUCCESS MODELS

 TALENT CAPABILITIES
(TALENT MGMT. INST.)






