People Development System (PDS) – Winning the War for Talent

I’m feeling great about the (now 5) categories.  As I looked at them – I was wondering if some of them actually divide into some categories beyond the 4 questions – which may become 6 or 7 questions in each box.  The reason my mind goes there – is I’d like to be able to connect the question to a “facet” of the section.  For example – under “Attract the Best”  your  questions seemed to lead to two basic concepts (what are the Best People, and what are the Company elements which would lead them to come to us.  I’v added my thoughts below and input just the questions you wrote into the framework.

WHAT we do:

I. Attract the “Best”

The “Best” People Defined:

· Compatible values and vision
· We hire people who’s values mirror the values of Premier.
· Potential for growth and Learning
· Our business needs change so fast that we know that our people will need to be able to constantly grow to meet those needs.
· Existing Competence
· We hire great people who have a track record(competent) for achieving results.
The “Best Companies” attract the Best People

· Reputation within the industry for growing great peoplE

· We don’t worry about developing people and losing them.  We know our reputation for growing people will cause us to attract the best, and keep more.
· Reputation within the  company for consistent and fair recruitment and selection of great people
· Clear set of values and competencies used 

· We all use a familiar, consistent process for bringing new people into our organization – and we are all responsible for maintaining its integrity.  

A. Hire for future potential

1.
Our business needs change so fast that we know that our people will need to be able to constantly grow to meet those needs.

B. Reputation for “growing” people

2.
We don’t worry about developing people and losing them.  We know our reputation for growing people will cause us to attract the best, and keep more.

C. Consistent process/format for recruiting/selecting people

3.
We all use a familiar, consistent process for bringing new people into our organization – and we are all responsible for maintaining its integrity.  

D. Basic and universal set of values and competencies used

4. We hire great people who have both the competencies our organization requires, but also share our company’s values

II. Develop current and future talent

· Opportunities and support to get the training and development I need
· Technical and Skill development

· Coaching and Mentoring Support
· Pre-employment skills identification and assessment
· I have the freedom to pursue learning that takes me where I want to go
· Cross training opportunities

· Access to broad – based information

· Involvement and responsibility for Personal Career development plan
· Cross-Departmental exposure opportunities to identify talent
A. Technical and non-technical curriculum in place – and required at all levels

5.
All jobs, positions or departments all have specific, basic training that they must complete – helping them perform better both technically and in the non-technical (i.e, people) aspects of their work.

B. Training, mentoring and coaching is significant part of growth

6.
Developing others is a key part of all of our “jobs”;  teaching, coaching or mentoring others is not just required, but is considered a “perq” – a sign of confidence in our individual success.

C. Cross-training, rotational assignments and other developmental experiences are critical to growth

7.
In order to be most successful in my work, I, like everyone else, am expected to build my skills in other areas through cross-training, rotational assignments and  other internal and external developmental experiences.


D. Individual development plans and career development plans required of all associates

8. The days of the company “taking care of you” are over!  We are each responsible for our own development and career planning and initiative.  The company is responsible for facilitating, supporting and fostering our progress.

III. Assess progress and future growth

· Personal development Plan

· Personal Responsibility for plan

· Managerial Support and Mentoring (Success Dialogue) for success

· Peer feedback and developmental support

· Performance Management

· Low Tolerance for poor performers

· High recognition of superior performance

· Clear measures of personal effectiveness
A. Progress on individual development plans and career plans

9.
Whatever I plan to achieve, I had better follow up on.  No one except me is responsible for my plans being achieved.
B. Continuous, onging feedback – from multiple sources

10.
Rather than the traditional “annual performance review”, we all provide each other with regular, face-to-face input on how well, or not, we are working.

C. Short and long term consequences of performance and behavior change

11.
We are each expected to consider all the input we are given, and take the appropriate actions to improve, where needed.  In addition, those who do not make the needed changes face appropriate and immediate consequences.

D. “Hard decisions” are made regarding those who are not performing, or who don’t “fit”

12. Individuals whose performance results or ways of working with others do not meet our standards are promptly and appropriately confronted.  Those who do not “fit” are helped out of their current position or of the organization.

IV. Retain the highest quality contributors

Rewards and Recognition – What’s in it for me
· Monetary Rewards

· Non-Monetary Rewards

· Credit fairly given and shared
Organizational Environment – What is expected and valued
· Tolerance for Risk
· Initiative expected

· Inaction  not tolerated
A. Monetary and non-monetary rewards are equally valued – and well used

13.
Performance successes are recognized promptly with monetary incentives, as well as non-monetary incentives. Both have widespread use, and are distributed at all levels throughout the organization.

B. Risks taken can “fail,” yet be treated as successes

14.
Reasonable risks may succeed or not.  However, the fact the risk  has been taken, and learning has occurred, is more important than the success or failure of the outcome.  It is through these chances that innovation occurs.

C. Initiative is valued and recognized

15.
It’s not enough to “do your job” around here.  Success is achieved through taking initiative beyond your current responsibilities – to find new and better ways of doing things.


D. Success can be recognized by lateral or upward movement

16.
Individual movement is no longer “up or out”.  Around here, lateral and upward moves are equally as significant.  This allows us to capitalize on everyone’s talents.

HOW we do it:

V. Continuous Learning

Self-Learning Opportunities
· Opportunity for “technical” and traditional learning

· Learning while doing – Just in time – 

· Charting were I go
Personal Growth expected
· learning reviewed regularly 

· Dead employees (not learning) are not tolerated

· Get the support I need from Organization
A. Growth is both experiential and traditional

17.
We are expected to complete a curriculum of more traditional training sessions in some areas.  However, a great deal of our “learning” comes from experiental learning – learning by  doing.  


B. Individuals are responsible for charting and pursuing their own development;  the organization is responsible for fostering and supporting it

18.
“Career Paths” are a thing of the past.  Jobs are not as “defined” as they used to be.  Therefore, navigating our individual and career development will be a personal responsibility.  The organization is responsible now for fostering and supporting our personal growth plans – unblocking roadblocks for us.  

C. If you are not learning and growing, you are probably dead

19.
In our organization, it is imperative that each and every one of us continues to grow and develop.  It is not enough to “do your job well”.  No one can afford to get comfortable where they are.  

D. How we work is just as critical to our success as what we do

20.
We are all expected to perform and achieve results.  However, we are also expected to work with others in the most productive ways.  So, what we do is just as critical as how we do it. 

Rank the following in terms of how well the organization currently performs:

Attracting the “best” people

Developing future talent

Assessing progress

Retaining best people

Continuously learning and growing as an organizational “way of life”

