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The McQuaig Institute®

With the number of employees approaching traditional retirement age increasing
dramatically over the next decade, succession planning has found itself on the front
burner for many companies.

Succession planning is the process of preparing internal staff to meet the future needs of the organization.
It also helps organizations retain their best people, because they appreciate the organization's investment
in their development. It is sometimes referred to as succession management to reflect the ongoing nature
of the process.

The succession planning

essis similar to the recruitment process in that it entails:

 determining the organization's needs for current roles or for future roles that may not be clearly defined

+assessing candidates for those roles

 revealing where gaps exist, to probe in the intervie

process or to determine development plans

As such, The McQuaig System™ can support the succession planning process in four key areas.

1. Determining Job Requirements

Acritical first step in succession planning, once you have secured senior leadership buy-in, i to establish the
competencies - the summation of skills, knowledge, experience and behaviours - required for key leadership
roles. While the skils, knowledge and experience may vary significantly based on the business unit or
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FEATURE | STAFF RETENTION

PART 4

SEARCH
FORA STAR

DAVE STENT completes our series on hiring the right
salespeople and — in this feature — holding on to them

This fourth and finl article
in our series looks at the
longer-term needs of the
business in ensuring it
retains its employes,

especally those who are recognised as

the talent pool for future growth and

development of the organisation
Retention management is more

commonly called talent management, and

Lol efer 10 i a talent management

hereater. But do not forget to prosctively

support and develop those employees.
weho have no desire o be promoted, but

perform very wellin their current roles.
Not everyone wants to be a star

Talent management is about geti
the right people in the right jobs doing
the ight things. This requires predicting
ow employees wil be required 10 act in
the future and getting them o recognise
the requirements of future roles, and
perhaps subtly act differently from howw

they acted In the past. Not easy.
To be effective,talent management
processes must take account of the
underlying factors that influence
employees' decisions and actions. They
must be based on how people actually
behave, which i often different from
how the manager wants them to behave
These abservations can be thought of
as “gulding frameworks' for successful
talent management. Keeping these
principles in mind wil significantly
improve the effectiveness of any talent
Talent management covers a range of
HR functions focusing on recrultng,
managing, developing and retaining a
high qualiy workforce. It s ntegral and
builds on performance management
future employee requirements, learnin

management, employee development and
succession plannin,

The value in talent management is ts
influence and impact on business growth
and profitabilty: It also plays a role in
dealng with the shortage of skilled
labour (the talent) In the workforce

As mentioned, the objective of taent
management is o get the right people n
the ight jobs, doing the right things to
ensure the business succeeds. Pretty
obvious and straghtforward, you may
think, but it 5 often extremely dificult to
achieve. Why? Because successful taent
management processes must predict and
inform the day-to-day behaviours of
individual employces and meet the

challenges of a dynamic workplace

For talent management to be effective,
it must operate as a system of
progressive steps in a cycle,cach building
o the last. The image of the eycle wil
ensure that managers perceive the

development of their people as an
angoing responsibiiy, not just as a
‘once-a-year'isolated actviy. The sieps
are llustrated in the diagram, Talent
management learning cycle’, on page 30,
Being effective at talent management
requires a working understanding. of how
employees' motivations, abilities, and
behaviours interact o influence business

esults. You do not need to be a
psychologist, but a working appreciation
of a personality/behaviour profil of the
individual, mapped to the requirements
of the current and potential future roles
is really desirable. A good appreciation of
the individual's skils, knowledge and
experience is not enough

So, what ae the ‘guiding frameworks'
for desigaing and evaluating talent
management methods' >
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MILLENNIALS:

the future of our workplace
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There's more to your leadership story
than a simple plot of what's happened

in your career. Understanding your
temperament and showcasing your traits

creates a more compelling picture of your
true leadership capabilities. g

The McQuaig Institute®
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McQuaig Psychometric System
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“You can adjust all of
your behaviour some
of the time and
some of your
behaviour all of the

time.

But you cannot
adjust all of your
behaviour all of the

time”.

Cormac McGrane

Contact us:
0845 456 4000
www.mcquaig.co.uk

Group:
McQuaig Psychometric System
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facebook.com/
McQuaigPsychometricSystem
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Living outside your Comfort Zone -

Coping with Pressure & Stress

s McQuaig Psychometric System Users we are all familiar

with the ‘Situational’ and the ‘Real’ Profiles and those

subtle or not so subtle differences between the two

graphs. These differences can tell us a lot about an

individual as we know when the report indicates stretching, holding

back or transition. Sometimes
the differences are not so clear
cut, but to an experienced user
and interviewer, they can still tell
a story. So what do these
movements tell us? What might

be causing these differences

Part 1: The Situational Profile
‘In part one of the form, they
describe “How you think other
people think of you in your work
environment”. Obviously they
can’t get inside these other
people’s minds to describe
accurately how they are
perceived. Instead, they do the
next best thing; they describe
how they feel they behave in the
workplace taking all of the
influencing factors into account.
They describe their current
situation. The Situational Profile
is fluid and can change rapidly in
response to changes in their
working environment.

Part 2: The Real Profile
In part two of the form they

Situational Real

describe their “Real” prefered
behavioural patterns. This side of
the graph is much more stable, as
they have already taken into
account in part one, how they
adjust their behaviour to
accommodate the needs of their
workplace. They describe how
they would behave in an ideal
world, where they could achieve
their potential.

So from a McQuaig perspective
we can consider someone whose
Situational and Real profiles are
similar, to be working in their
comfort zone. Of course, there is
always the possibility that their
profiles are similar because they
do not make changes to meet the
environmental demands of their
job, but these Ronseal Tinmen are
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