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INTRODUCTION

In many ways, people

are the only

renewable resource

that continues to

create wealth.  

  

The strengths that

employees bring to

the job are the true

strength of a

company.  

Even in the face of today's economic

challenges, companies can still experience

growth. How? 

 

By focusing on developing the full potential of

their people through implementing a talent

management strategy to facilitate the process.

How many times have we heard it said that

"people are our organization's greatest asset?'

Talent management is all about making that

phrase more than mere lip service. 

 

by Ian Tan 

People are indeed an organizat ion's

great asset.  Companies speak of

people as "human resources."  In many

way, people are the only renewable

resource that cont inues to create

wealth.  The strengths that employees

br ing to the job are the t rue strength of

a company.  

 

In an environment where businesses

are being asked to do more with fewer

resources and employees, the best

companies have learnt  that growth is

most ef fect ively achieved from the

inside out-  beginning with their  people.



Talent Management is a term in search of a

meaning. For some people, it means the

same as attracting and retaining the best

people' for others, it means succession

planning; and, for some people, it means

efforts designed to integrate all components

of an organization's human resources system

to attract, select, develop, appraise, reward,

and retain the best people. 

Increase job satisfaction among

employees 

High Morale and company loyalty 

Improved motivation and productivity 

Feelings of engagement, creativity, and

accomplishment

Clearer company-wide focus on business

objectives 

Strong leadership

Less employee turnover

Reduced hiring costs

Better corporate culture fit

Increased profits and corporate growth  

Companies grow when the people within

them are given the opportunity to reach their

full potential. Filtering, engaging, motivating

and acclimating employees are all an

important part of that process. Yet even

though the majority of business owners and

managers agree  that a strong company is

built through the efforts of a strong

workforce, it can often be difficult to know

how to begin fostering the kind of change

that is necessary for growth to occur,  

 

Companies that invest time and resources to

create a talent management strategy can

achieve the following:  

 

I t  is  important to come up with a

def in i t ion of  ta lent  management that

meet your organizat ion's needs. A talent

management strategy is a place of  act ion

designed to develop a company's

workforce to become more ef f ic ient ,

ef fect ive and mot ivated. A talent

management strategy should however,

include ideas for at t ract ing,  sourcing,

f i l ter ing,  developing, rewarding and

retaining top employees.  

 

The idea here is that  you grow your
organization by growing your people.  

W E  W I L L  P R O V I D E  6  T A L E N T  M A N A G E M E N T  S T R A T E G I E S  T O  G R O W
Y O U R  O R G A N I Z A T I O N  B Y  G R O W I N G  Y O U R  P E O P L E .  

In this e-book, we will attempt to break a successful talent management strategy

down into several key components, providing implementable ideas for improvement

in three areas: 

Recruitment and Retention  

Employee Engagement 

Employee Performance & Productivity 

Ian Tan is the Founder and Chief Enabling Officer of Lifeskills Institute. Lifeskills aim to

empower people to live their best lives, by helping them discover their purpose, maximise their

potential and to lead their communities and organisations with impact. Ian believes that the

best way to grow your organisation is by nurturing your people because human capital is an

organisation’s only appreciable asset.



TALENT MANAGEMENT STRATEGIES FOR 
RECRUITMENT AND RETENTION 

___
STRATEGY 1:
FILTERING 

Finding the right person to fill a job

vacancy is never an easy task for hiring

managers. With the number of

applications they have to sort through,

the process of selecting an applicant

can be overwhelming time-consuming. 

A common filter that companies use is

based on eligibility factors i.e candidate

is assessed on the basis of a resume

and includes specific skills, previous

work experience, educational

qualifications, training & certifications,

etc.  

 

In addition, behavioural assessments,

or psychometrics can tell you a great

about potential candidates. Behavioural

hiring uncovers qualities that

experience, education and even

interviewing miss. Suitability factors, on

the other hand, deals with attitudes and

behavioral traits such as leadership,

decision-making, interpersonal skills,

motivation, values, personal interests,

work preferences, fit with supervisor

and organizational compatibility. In

many instances, it is the lack of

suitability rather than the lack of

eligibility that contributes to very

negative employee conditions, even in

the best of work environments. It may

result in higher turnover, customer

dissatisfaction and lost business

opportunities.  

 

THE GROWTH AND DEVELOPMENT OF PEOPLE
IS THE HIGHEST CALLING OF LEADERSHIP  
 ~HAVEY S. FIRESTONE 

The first place to start maximizing the full potential of

your people is at the beginning: hiring process.

Finding, hiring and keeping top talent should be the

priority of every business.  

 

There are basically only two ways to source talent.

One way is to develop it from within the organization.

The other way is to recruit and select talent from

outside the organization. It is important that the talent

management process of recruiting and selecting taent

from outside is fully, seamlessly integrated with

developing talent from inside the organization because

individuals (after recruitment) must still be developed if

they are to keep their skills current and be successfully

prepared for future responsibility.  

 

The Harvard Business Review pointed out that as

much as 80% employee turnover is due to bad hiring

decisions. It is very frustrating when the time, money

and effort spent to attract the limited pool of talents

went to waste shortly after they joined your company.

It is even more devastating when your employees with

the highest potential leave for a competitor when you

had succession in mind for them.  



E d u c a t i o n  l e v e l s  
E d u c a t i o n a l  a c h i e v e m e n t   
E d u c a t i o n a l  s u b j e c t s  
C e r t i f i c a t i o n s  
S k i l l s  a n d  a b i l i t i e s   
S p e c i f i c  t y p e s  o f  e x p e r i e n c e  
S p e c i f i c  a m o u n t s  o f  e x p e r i e n c e  

M o t i v a t i o n  f o r  t h e  j o b
A t t i t u d e s
I n t e r e s t s
W o r k  p r e f e r e n c e s
W o r k  V a l u e s
I n t e r p e r s o n a l  S k i l l s
F i t  w i t h  t h e  s u p e r v i s o r

Simple profiling tools adminstered to applicants in the initial stages of the interview

process can also reveal: 

Personality Style 

Thinking Style

Preferred Team Roles

Workplace Values

Learning Style

Cognitive Style

Motivational Style 

People are often hired because

of eligibility factors but are fired

because of suitability factors.

STRATEGY 2:  
STRATEGIC TALENT
ALIGNMENT

An organization's talent management

strategy must align with the broader business

goals and realities. By starting with a deep

understanding of your business issues

combined with knowledge of your

employees, practical insights can be gleaned

into how your workforce can best be

managed. Strategic Talent Alignment

enables organizations to link individual

performance with organization strategy. It is

useful at all stages of an organization’s life

cycle – at start-up, through growth and

optimization, and also during renewal or

repositioning.  

It is particularly useful in organizations where talent is the

primary product of the business. It is all about efficiency

and effectiveness.  

 

 

 

 

 

 

Excellence can be achieved only by focusing on strengths

and managing weaknesses, not through the elimination of

weaknesses. Hence, companies can only achieve

excellence in any function – at any level – through people

well-suited for their work. 

 

When hiring someone new, talent alignment ensures who

the company gets in understand the goals of the company,

the corporate culture and, the roles and responsibilities of

the position being offered. Besides clarifying the company’s

mission and the requirements and expectations of the job, it

is also about ensuring that the personal qualities and

strengths of the individuals support the job. This can

significantly increase retention and minimize the risk of a

wrong hire. 

If Efficiency is doing the thing right and

Effectiveness is doing the right thing, then

Excellence is doing the right thing right!  

People are often hired because of eligibilty factors but are fired because of suitability

factors. 



TALENT MANAGEMENT STRATEGIES 
FOR EMPLOYEE ENGAGEMENT 

___

STRATEGY 3:  
ONBOARDING 

Onboarding is more than just new hire

orientation. It is a process. Orientation

is an event – the first step in the

onboarding process.  

 

Employee orientation basically

introduces new hires to the company

and co- ‐workers and is typically

combined with initial training when they

learn the ins and outs of the job.

Onboarding conveys your

organizational brand and values,

explains your people and professional

culture, aligns organization

expectations and performance and

provides the tools for the employee to

be successfully assimilated into his or

her position.

The process also entails equipping the

employees with the knowledge and

skills they need to become fully focused

and productive members of the

organization. Whereas talent alignment

clarifies the mission of the company

and the roles of the job, onboarding

provides the training employees need

to be successful in fulfilling those

responsibilities. 

 

 

A SUCCESSFUL SUCCESSION PLANNING ENGAGES
EMPLOYEES BY HELPING THEM MEET THEIR
CAREER GOALS, MAKING THEM FEEL VALUED BY
THEIR EMPLOYER, AND INCREASING FEELINGS OF
LOYALTY. 

The process of talent management does not end once

an employee is filtered, hired and aligned with the

goals of the position and or organization. It is an

ongoing process and should ideally continue

throughout an employee’s tenure with the company.  

 

According to a report from The Business Times on 14

Aug 2013, a global study from management

consultancy Hay Group revealed that employee

turnover rate in Singapore is set to climb.  

Monster.com reported in 2013 that 30% of external

new hires turn over within the first two years of

employment. Retention statistics from other

organizations, including the Society for Human

Resources Management (SHRM), show that turnover

can be as much as 50% in the first eighteen months of

employment.  

 

The focus on employee engagement is imperative to

the company’s productivity and growth, and in retaining

top performers. Employee engagement is essentially a

workplace approach to ensure that employees are

committed to their organisation’s goals and values,

motivated to contribute to organisational success. 



STRATEGY 4:  
SUCCESSION
PLANNING 

Succession planning is a process

whereby an organization engages

employees by recognizing their

strengths and promoting from within. It

is also about ensuring that employees

are recruited and developed to fill each

key role within the company. A

succession planning programme

compiles the skills, abilities and goals of

each employee, compares them to the

needs of current and future roles, and

tracks employee progress toward being

ready to fill those roles.  

Top companies who want to foster creativity and

innovation will create succession plans and

mentoring paths to bring out leadership qualities in

employees.Some companies focus all of their

succession planning efforts on “high potential

individuals”; others create a succession plan for

everyone from the moment they are onboard.  

 

The process of succession planning includes: 

 1) Identifying the strengths of individuals – including

the style, goals,  needs and motivation of each person 

   

2) Providing training and support to help individuals

accept greater responsibility  

 

3) Always be in the process of cultivating talent –

focusing on the strengths of the people and

managing the weaknesses  

 

4) Create a database that includes:  

The data should be able to help organization do a gap analysis with employees to help

them see what they need to do to be ready for the next level of responsibilities. 

 

A successful succession planning engages employees by helping them meet their career

goals, making them feel values by their employer, and increasing feelings of loyalty.

Other benefits include helping companies save the cost of finding, hiring, filtering and

training external candidates.

Some onboarding tools include: 

Mentorships, Team Building Exercises, Socialization Exercises, Meetings and Team

Collaboration, Lectures 

specific model for every job defined by

behaviour, attitude, skills, knowledge, experience

and talent necessary to succeed in the role;  

 the style, skills, goals, needs and motivation of

the people in the organization 



TALENT MANAGEMENT STRATEGIES 
FOR EMPLOYEE PERFORMANCE & PRODUCTIVITY 

___

STRATEGY 5: BENCHMARKING 

Based on personality traits and

behavioural qualities, certain candidates

are a better fit for your organization than

others. Benchmarking is a process that

identifies those traits and behavioural

qualities, and uses them as a standard

against which all employees in a similar

position can be measured. It is also about

identifying the behavioural traits that

contribute to success for any specific job

or environment.

By studying high- ‐producing employee and setting

them as benchmark for productivity, other employees

can be trained to achieve similar success. Essentially,

benchmarking provides a means to: 

 

 

Most companies will say that productivity is their highest priority. And if people are your
greatest asset in your organization, how can companies unlock their true potential to
ensure  that employees are at their most productive and efficient?

Determine the right traits, skills and

behavioural qualities necessary to excel in

a job role; 

Replicate top performers and top

performance 

In addition to performance benchmarking, benchmarking the personality styles, motivation, team

thinking styles and values styles of each position can provide a reliable indicator of future performance.

It an objective evaluation of a candidate’s fit for a position and organization while creating a more

efficient and more effective interview process. This information can also provide organizations with

invaluable information about their people and it is a good predictor of a potential employee’s future

success.  

 

With benchmarking, companies are more likely to replicate top performers and thereby maximize

performance and efficiency. 

___



STRATEGY 6:  TEAMBUILDING

The Strengths’ Theory developed by Donald

O. Clifton, an American psychologist and

also known as "the Father of Strengths

Psychology and the Grandfather of Positive

Psychology”, is based on the premise that

every person can do one thing better than

any other 10,000 people”. 

 

The key in achieving greater productivity is

not trying to be as good as someone else at

whatever he does best, but in discovering

your own exceptional abilities, recognizing

your weaknesses, and understanding how

others’ abilities complement your own. It is

impossible for individuals to be all-rounder

but a team can. Hence, building stronger

teams can lead to increased performance

and efficiency. Some things to consider when

building high performing team: 

Behavioural analysis and personality assessment are

one of the most effective ways to build strong teams.

Through a simple profiling exercise, a snapshot of the

individual and team’s personality can be created to

reveal the strengths and limitations of both the individual

and team. This can be used to enhance communication,

reduce conflict and increase performance and

productivity.   

 

Think about team balance before a

project starts or in relation to the

team’s goals – what unique

strengths each member bring to

the team 

 

Ensure that necessary team roles

are covered – that potential

behavioural tensions or

weaknesses among team

members are addressed 

 

Develop one’s strengths and

manage weaknesses as a team

member – to improve how one

contribute to the team  



CONCLUSION

This e-book does not offer to make your role in implementing talent management strategies 

easy. It offers you a vantage point and a way to gain a clearer perspective on what you are 

doing and how to do it better in growing your people in the organization. The strategies lay 

out in this book will help you know how to start laying the foundations of growing your 

people and unlocking potential. 

 

A talent management strategy is not something that can be accomplished easily within the 

scope of a yearly performance review. It is a process of day-to-day behaviour. It is a 

 commitment to continually audit, assess and improve the strength of your company, and 

the people within it. 

 

We hope that these 6 strategies will provide an extraordinary powerful growth process.  

“The best time to plant a tree was 20

years ago. The second best time is

now.”   – Chinese Proverb 


