DO YOU COME HERE OFTEN?
Failures in the War for Talent
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"The demand for talent always exceeds the supply". This should be engraved on the first page of every management text. And it should be followed by "especially when it is most needed" because the shortage of talent is at its most severe in times of rapid change. The result is the War for Talent.
It sometimes seems that many companies do not know that they are fighting this war. The tactics they are using are much the same as they were in 1914-18. They remind me of the elderly gentleman who uses the same chat-up lines that he used forty years ago. They still don't work, and believe me, I am approaching the maturity at which I know. 
This situation ought to be headhunters' heaven - empty jobs, lots of opportunities to fill them with people excited about the challenges of the new digital economy. Unfortunately it is no headhunter's heaven. Perhaps that is because the seductive charms of their clients are not as sharp, and sometimes not as relevant as they used to be.
How many companies ask themselves why they are not getting their share of scarce talent? It is easy to lament the difficulty and just give more money to the recruitment consultants. Butsuccess in the War for Talent starts with asking "Why should anyone want to work for us?", and by listening very carefully to the answer. Get the answer right and you will not only attract talent you will retain it.
A recent London Business School / Association of Executive Search Consultants study of European CEOs revealed that CEOs expect their successors to have to be good at even more things than they are - and according to the CEOs, candidates with those skills are thin on the ground. The study also revealed that most companies give a low priority to succession management. The attraction and retention of talent was one of their greatest challenges. I wondered why the interviewer did not ask a further question "And what have you done about it?". Would there have been an awkward silence?
We survey our customers to try to understand why they buy what they buy. We study the deals we have lost to see what we can learn. But how often do we apply the same discipline to our dealings with the talent market? Do we know why that person left after nine months, and do we know why that person turned down our job offer?
What is it that the bright, the motivated, the creative spirits of the new economy are looking for? What will make them want to come and work for you? How do you get and keep the reputation of being a good place to work?
There seem to be three constants in what makes an attractive place to work - three ingredients of a successful employment brand image. They are a reputation for:
- Interesting and challenging work
- Stimulating and congenial colleagues
- Constant opportunities for learning
And it goes without saying that people like money and stock options. But in today's world pay is not a sufficiently differentiating factor.
Victory in the War for Talent means:
- A continuous effort to ensure that these conditions prevail in your company
- A permanent campaign to ensure that your employment market knows that these conditions prevail in your company
- An elevation of the priority of the talent battle to equal status with the priority given to the battle for customers,
- And giving the same importance to employment relationship management as to customer relationship.
Why not ask your recruitment consultants to audit your appeal? If you are tending towards the unattractive there may just be time to do something about it.
The unfilled job is expensive, the job not very well done can be more expensive, the person who leaves after being trained is even more expensive. And by the way the cost of your recruitment efforts is outrageous! I have been a headhunter for over twenty years and I know.
________________________
