
26  The Grapevine | September 2009 September 2009 | The Grapevine  27

C = 50   M = 0  Y = 15  K = 5

C = 0    M =  60  Y =  40  K = 30

C = 0    M = 100  Y = 70  K = 40

C = 50   M = 0  Y = 15  K = 5

C = 0    M =  60  Y =  40  K = 30

C = 0    M = 100  Y = 70  K = 40

LEADERSHIP INSIGHTTalent Management Insight 

One significant factor will 

be integrity and a sense of 

being in control; the ability 

to survive a crisis. With 

an almost unprecedented 

number of mergers and acquisitions, 

maintaining stability in a career almost 

becomes like a board game - land on this 

square, take a card and describe how 

you will deal with this situation! From an 

employee’s perspective they need to be 

able to demonstrate flexibility, resilience, an 

entrepreneurial spirit and an ability to jump 

in and make a contribution in challenging 

and changing circumstances. 

From the employer’s perspective they need 

to be able to demonstrate that they can provide 

stability in a shifting marketplace. They need to 

be able to respond to challenging questions from 

prospective employees about their job security. 

However a pragmatic approach would 

suggest that in reality there can be no 

certainty from the employer or the employee’s 

perspective. With the level of change brought 

about by economic uncertainty, both sides need 

to recognise that operating in the here and 

now is about as permanent as it may get; but 

operating at optimum pace and capacity is as 

good a recipe for success as anything else.

Most employees are loyal, and will only 

be tempted to move organisations if they are 

unhappy, one of the reasons for this can be as 

a result of a break down in relations between 

them and their line manager. Managers who 

enable people to do their best; who coach and 

mentor with enthusiasm; and who provide 

developmental opportunities are a critical factor 

in employee loyalty and engagement. Managers 

can reinforce an individual’s feelings that they 

are working for a great employer. 

Commitment to employee wellbeing
Increasingly organisations are recognising 

the importance of the working environment 

to their employees. Some organisations have 

gone beyond the immediate environment to 

look at the lifestyle facilities that exist for 

their employees in the broader location of 

their organisation. As well as heath and safety 

issues, the working environment needs to be 

well designed and conducive to creating good 

working conditions. 

Organisations are also being challenged by 

their employees, customers and governments 

to radically overhaul their approach to the 

carbon footprint, and every aspect of their 

supply chain.

As well as focusing on what employers can 

offer it is important to identify what employees 

want. As part of my research with Generation 

Y employees I have found the following to be 

amongst their desires:

Most employees want a clear career path; 

receiving positive feedback and having senior 

people showing an interest in their ideas and 

personal development is a very important 

factor in why talented people stay with an 

organisation. 

‘Opportunities for travel, outside social 

activities, flexibility, multi-cultural environment, 

good team environment, something beyond a 

graduate programme, entrepreneurial spirit.’

‘Opportunity to see where I can make 

a contribution, I want to feel good about  

what I do.’ Money is important because of 

student debt, and many are concerned about 

wanting to get on the property ladder, but 

it is only one factor in a number of others. 

They are definitely concerned about work/

life balance perhaps more than any other 

generation.’

There are some commonsense ways of 
engaging employees:

Think very carefully about the messages •	
that you are sending out to potential 
new employees through your recruitment 
advertising

Some organisations use the term •	
‘onboarding’ to describe a process of support 
for the new employee, which starts pre-
employment, continues through induction 
and the first few months of employment

Following this period maintain an employee’s •	
loyalty through supportive management and 
on-going constructive feedback

Provide real opportunities for progression, •	
new responsibilities, new teams, cross-
functional working

Demonstrate clear and visible leadership, •	
showing each and every employee that 
they are valued in the overall delivery to the 
customer

Clear communication, using all forms of •	
media, to ensure the employee really feels 
knowledgeable about company performance

Play an active role in the community, being •	
recognised for your corporate and social 
responsibility

Working and playing together, having fun, •	
recognising achievements, celebrating 
personal, family and company success

Extract from the forthcoming new book: 

Employee Engagement in Recessionary 

Times - what organizations need to do 

differently to attract, retain and develop the 

next generation of talent by Kaye Thorne, 

HDA Associate Consultant.

Employee Engagement in Recessionary Times…
what organisations need to do differently to attract, 
retain and develop the next generation of talent! 
Organisations are increasingly focusing on what they need to do 
differently to retain not only talented employees, but all employees. 
In this climate what else will employees be looking for?
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