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Imagine . . .  

the impact on your bottom line if you had a 

workforce of fully engaged Top Talent executing 

your organization’s strategy . . . every day! 

This report will address the requirements to 

establish a work environment where all 

employees are fully engaged and do whatever it 

takes to fulfill their responsibilities each day. 

Mastering these essentials will lead to a 

permanent solution to epidemic levels of 

worker disengagement, unsustainable 

employee turnover, and under-utilization of 

talent that limits competitive advantage.  

Effective talent management must be a top pri-

ority for executives of organizations focused on 

growth, customer satisfaction, and innovation.   

I challenge you to make effective talent 

management a priority and execute a strategy 

that will turn your good people into top talent. 

Reality 

While fully engaged top talent is the ideal, it is 

far from reality. The 2014 Deloitte Global 

Human Capital Research shows that 

organizations today must do more to create a 

meaningful, humanistic work environment to 

drive engagement, performance, and attractive 

to top talent. The Great Place to Work 

Institute routinely publishes studies which show 

that the “100 Best Places to Work” 

outperformed the S&P 500 by more than four-

fold from 1990–2009 (“The Great Workplace,” 

by Michael Burchell and Jennifer Robin). 

Consider the personal side of the story. Arianna 

Huffington, author the new book Thrive says, 

“Health creates wealth.  Healthy, focused 

people are not only happier, they make better 

decisions, become better leaders, and deliver 

greater value for their organizations. Business 

leaders appear not to understand this and in 

most case, are not yet creating a workplace 

which lets people.” 

Josh Bersin, Founder and Principal at Bersin by 

Deloitte, just completed research that reveals 

79% of businesses are seriously worried about 

engagement and retention (the #2 issue after 

leadership) and two-thirds of business leaders 

cite “the overwhelmed employee” as a top 

business challenge.  Add to this, the Gallup 

research that shows, globally, only 13% of 

employees are highly engaged at work. 

Shifts Required 

The requirements for a high engagement 

culture include a leader with a compelling vision 

who will provide the resources and model the 

role of mentor/coach. Visionary leaders believe 

in openness and are willing to trust people to 

achieve the vision. Within such a culture, 

managers trust people to own their jobs, the 

processes and systems, and to be accountable 

for their decisions and results. They share their 

power which is a much more effective than the 

traditional, autocratic, take-charge style. 

Making this shift can be a challenge for the 

highly directive managers who may still have an 

industrial age mindset. 

Drivers of Engagement 

Many authorities agree that a primary driver of 

employee engagement is the perception of 

their contribution and the value of their 

job.  Engagement results when tasks assigned to 

an employee are aligned to the department, 
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team or organizational goals, and at the same 

time, tap into an employee’s natural talent, 

competencies and passion.  

Ask yourself, “Do our employees have ample 

opportunity on the job to do what they do 

best?”   Your answer will likely indicate the 

probability of achieving the following two goals 

required for engagement to happen:   

1. Satisfaction 

Employees must like the work and be 

able to do it well.   

2. Contribution 

Top Talent want to be assured that 

what they do helps achieve company 

goals. 

That’s why it’s essential for team leaders and 

managers to know their employees:  discover 

their passion and motivators—their drivers.  

Employees become more highly engaged when 

they enjoy what they do and understand how 

what they do influences the achievement of the 

organization’s goals. 

Benefits to Employees 

In a responsibility-based culture, workers feel 

more connected to the purpose and vision of 

the organization. Understanding the 

importance of their jobs gives workers a sense 

of pride in what they do and provides an 

immediate intrinsic reward—the satisfaction of 

doing something significant. Making a 

contribution to the success of the enterprise 

provides a level of gratification and fulfillment 

that far outweighs extrinsic rewards. 

Benefits to Supervisors and Team Leaders 

Traditionally, managers simply want employees 

to do what they want them to do:  stick to the 

rules, follow procedures, and produce. This is an 

outdated management style prevalent in the 

industrial age. The most immediate benefit for t 

managers and supervisors is relief from the 

laborious task of monitoring and continuously 

checking up on workers.  Additionally, 

managers and supervisors will experience less 

stress and greater job satisfaction. 

The Essential Skills 

Optimizing alignment which creates high levels 

of engagement requires mastery of three 

essential skills, Leadership Effectiveness, 

Management Effectiveness and Team 

Effectiveness. 

Leadership Effectiveness 

Typically, leadership is defined as a one-to-

many relationship - meaning a leader influences 

more than one person, such as a group or team 

or even the entire enterprise. Regardless of 

definition or role, those in a leadership position 

must master the following three elements 

referred to as the work of leaders:  

 

1. Crafting a Vision— where are we going 

and why 

2. Building Alignment— getting everyone 

“on-board” with the strategy 

3. Assuring Execution— completing the 

tasks required to achieve the vision. 

Effective leadership assures a healthy  

organization. Patrick Lencioni, author of the 

best-selling book, The Advantage:  Why 

Organizational Health Trumps Everything Else in 

Business, says, “Once organizational health is 

properly understood and placed in the right 

context, it will surpass all other disciplines in 

business as the greatest opportunity for 

improvement and competitive advantage.”    

He cites the following four disciplines that must 

be in place: 
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1. Build a Cohesive Leadership Team. 

More about this in the Team 

Effectiveness category. 

2. Create Clarity.  Alignment requires 

agreement on the answers to the 

following six questions: 

a. Why do we exist?  

b. How do we behave? 

c. What do we do? 

d. How will we succeed? 

e. What is most important, 

right now? 

f. Who must do what?| 

3.  Overcommunicate Clarity. There is no                           

such thing as too much communication. 

4.  Reinforce Clarity. Critical, non- 

bureaucratic systems must reinforce 

clarity everywhere that involves people. 

Management Effectiveness 

The distinction between management and 

leadership has more to do with the focus of 

attention.  I defined leadership as a one-to-

many relationship. Management is a one-to-one 

relationship involving supervisors and managers 

who are responsible for accomplishing specific 

tasks through individuals.  

Peter Drucker, the first to use the term 

“Knowledge Worker” well before John Naisbitt 

predicted the shift from the Industrial to the 

Information Age, warned of a knowledge-based 

workforce which would require a very different 

style of management. That day has come and 

management effectiveness is now more 

important than it was in the industrial age when 

the typical supervisor knew how to do the job 

and was the boss. Relatively low levels of 

employee engagement were common and 

accepted. 

Today, fully engaged employees are essential 

for high performance and profitability 

regardless of the type of business.  As 

mentioned earlier in this report, The Gallop 

Organization, which regularly surveys levels of 

employee engagement, has found in recent 

years an increase in the percentage of the 

workforce that is disengaged—as much as 70% 

with over 15% actively disengaged and 

spreading ill-will and discontent. I believe this is 

a direct result of mismanaging knowledge 

workers and related to the level of supervisory 

and managerial effectiveness.  In my book, 

Turning Good People Into Top Talent, I discuss 

Coach-based Management as an approach that 

can improve employee engagement and their 

contribution to bottom line results.   

Team Effectiveness 

There is no debate among business experts that 

effective teamwork delivers far superior 

performance than disconnected groups.  

Teamwork, when properly directed and 

executed, can become a phenomenal 

competitive advantage, offering the potential to 

catapult organizations to new heights of 

performance.  Most CEOs desperately need 

effective, game-changing teams. However, few 

have been able to consistently create them due 

to a lack of understanding of the basic building 

blocks of high performing teams.  

What is a high performing team? Jon 

Katzenbach and Douglass Smith, co-authors of 

the book, The Wisdom of Teams, define a real 

team as distinct from groups that call simply 

themselves a team, as a small number of people 

with complementary skills who are committed 

to a common purpose, performance goals and 

approach for which they hold themselves 

mutually accountable. To become a high 

performing team, Katzenbach and Smith add 

the following:  “. . . members who are deeply 
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committed to one another’s personal growth 

and success.   

If innovation is important to your competitive 

advantage, establishing real teams that can 

become high performing innovative teams is 

not an option.  I highly recommend a facilitated 

process that addresses the five dysfunctions 

that can derail a team from becoming a high 

performing, innovative team.  I use a done-

with-you process that includes an assessment 

that shows how team members score as a team 

on the following five key behaviors required to 

be a cohesive team:  

1. Building Trust  

2. Mastering Conflict 

3. Achieving Commitment  

4. Embracing Accountability 

5. Focusing on Results 

This team-based learning experience will help 

participants and their team leader to know 

what it takes to build a truly cohesive team that 

achieves the purpose for which it was formed. 

As a result, your enterprise can achieve the 

advantage you must have to win in the 

competitive 21st Century world. 

Summary 

Can you now imagine a work environment 

where all employees are fully engaged in their 

work and do whatever it takes to fulfill their 

responsibilities each day?  My desire in 

preparing this report is to alert you to the 

problem, discuss some of the causes and offer 

some cost-effective, do-it-with-you solutions, 

along with some benefits for implementing 

them. 

Mastery of the following three areas is essential 

to solving the problems caused by misaligned 

and disengaged workers: 

1. Leadership Effectiveness 

Leaders at all levels must increase the 

skills referred to as the “Work of 

Leaders.” 

2. Management Effectiveness 

Make the shift from autocratic 

supervision to a coaching-facilitating 

style required to be effective with 

today’s knowledge worker. 

3. Team Effectiveness 

Creating cohesive teams is a sure way 

to optimize the capacity of everyone in 

the organization. 

A Final Word 

Are you ready to make the decision to turn your 

good people into top talent?  Are you 

wondering if it is possible to hire Top Talent, to 

win the “War for Talent” on some recruiting 

battlefield and exactly who are the good 

people?  The fact is, people are not likely to be 

Top Talent when you hire them. However, most 

companies have good people—potential Top 

Talent—working away at their jobs, often 

unnoticed. 

 In their book, Winning, Jack and Suzy Welch 

point out that the typical organization has 20% 

top performers and 10% on the bottom. They 

emphasize the importance of recognizing the 

performance of the middle 70% who are the 

heart and soul—the central core—of the 

organization. Of particular importance are those 

in the top 20% of this central core—the 

valuable middle. If these workers are not 

properly recognized, they will leave in 

frustration for a place that appreciates them. 

This is the group I call “the good people” whom 

we can turn into top talent.  

 

One More Category: Talent Effectiveness 

This brings us to a fourth category I will call 
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Talent Effectiveness.  I recommend an 

integrated process that first establishes the 

reasons the job exists, defines the associated 

accountabilities and identifies the talent 

requirements of the job.  The next step is to 

assess the personal talents of the finalists and 

compare to the job.  You now have determined 

the Job-Talent Fit which informs your selection 

decisions and becomes the basis for a 

personalized talent development process.  You 

now have all the elements for turning good 

people into top talent including mastery of the 

essential skills for the particular job. 

Next Step 

Click the NEXT STEP button below to complete 

the brief online questionnaire which will help 

you clarify your Talent Alignment priorities.   

 

Once you complete the questionnaire, you will 

receive a link to Bob’s online calendar to 

schedule a free telephone strategy session.   
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