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Todayos Agen

A Welcome and Introduction

A Who is MDA?

AWhat is Talent AcumenE?
A The Impending Talent Storm

A Navigating the Storm with Innovative Talent Strategie
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Who i1s MDA?

A Leadership Matters

A Strengthen individual, team & organizational leaders|
I ldentify the right talent
I Accelerate development of leaders

I Sharpen alignment between talent and strategy

A Competitive advantage through Talent AcErard
leadership results
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Talent Acuméen

A keen understanding of the talent strategies and capabilities
necessary to deliver business results.

Talent

" Business Financial

Technical
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Hallmarks of Strong Talent Acumen

A Relate business context to current and future talent needs
A Insightful about current talent and overall bench strength
A Apply competitive knowledge to talent planning

A Consider potential risks of failing to build a talent pipeline

A Invest in talent acquisition, development, deployment, and
retention

A Retain top talent

A Treat talent the same as other key business components
(finance, marketing, sales, IT, etc.)
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Why Is Talent Acumen Important?

A The Impending Talent Storm
I 78 Million baby boomers are looking to retire
I Quantity + quality dilemma
I Retention will become harder as economy strengthens

I Bench strength a major concern of chief human resource
officers

I Leadership has become more important and more comple
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Talent Acumen Survey

AWAKEN

ALIGN

ACCELERATE

® Toa Small Degree
® To Some Degree
= Toa Large Degree
m \Ve Rock



Developing Talent Acumen

Individuab Teamd Organization

Accelerate
performance

Align
objectives

Awaken
potential
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ldentify the Right People

Focus on entire processecruiting through succession
|dentify future talent needs

Understand the impact of the culture

Educate and engage management

Collect data on performance and potential

Leverage assessment tools to enhance the prediction
Align processes and systems to business strategies

Integrate selection and succession management with
organization development initiatives
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ldentifying Potential

A How does your organization identify potential?

A What criteria do you use to determine potential?

Table Conversation
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MDAOs HiIi gh Pot e

If a Person Has ...

They are More Likely to Develop and Display ...

Effective Personality Effect'n./e influence and persuagon skills -
An ability to take charge and direct others' activities and efforts
An Effective Personality An ability tf’ enggge o'.trTer.s. and develop construct.ive relationships
Characterized by: Collaboration skills Initiative, hard work, and persistence

A capacity to deal well with ambiguity and change
An ability to cope with stress and pressure An ability to establish them-
selves as credible and trustworthy

Dominance, Sociability
Drive, Versatility, Stability

Successful Intelligence

Good analysis and problem solving skills
Critical thinking and good judgment

Coghnitive ability An ability to manage complexity
and SN
Successful Intelligence ool bl

Business acumen

Motives and Values An ability to learn from mistakes

An ability to acquire new knowledge and skills quickly

The Right Motives and
Values, Including: A willingness to go above and beyond what is expected
An interest in learning, A desire to support the organization and its objectives

A commitment to their organization Energy and enthusiasm for their work
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Shortening the Time to Impact

Nancy Weidenfeller,
Principal Consultant and Executive Coach
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Uses for Coaching

A Remedial (historical)
I Corrective focus
I Clear deficiency exists
I Least strategic

A Integration/Transition (strategic)
I Shorten the time to impact
I Proactively address potential derailers
I Accelerate learning in a new role, new team, or new structure

A Developmental (strategic)

I Accelerate development of high potential leaders
I Enhance, evolve existing capability and readiness
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Integration / Transition Coaching Example

Sharon_essard
VP of Store Design Services
SUPERVALU

A Joined SUPERVALU in 2009

A Responsible for bringing cutting edge, brand right store desig
to SUPERVALU

A VM & SD Editorial Advisory Board and President of the
Minneapolis/St. Paul Retail Design Institute Chapter
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Integration / Transition Coaching Example

J Glasnapp
VP Sustainability and Quality
Andersen Corporation

A Started at Andersen in 2@Rresident of EMCO

A Responsible for enterprise quality, sustainability and issues
management

A Serves on boards for Window and Door Manufacturers
Association & Hudson Hospital
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