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STRATEGIC TALENT MANAGEMENT

Talent is a key driver of economic growth and a critical resource of
competitive advantage. Making effective people decisions, however,
remains a challenge for employers.

Mercer’s two-day workshop uses the Mercer Talent Game™ to
simulate situations related to talent development and competition
between internal and external talent, and encourage students to
make talent decisions, thus systematically showing the evaluation
and process involved along with the associated behaviors, risks and
benefits. This simulation is designed to help you learn to
systematically and strictly manage talent in a manner similar to
ways of managing other core business resources.

TOPICS COVERED
Understanding and Experiencing the Value of Talent
Management
o Define strategic talent management and its importance.
e Set goals of strategic talent management.
e Make talent decisions.
e Discuss challenges and misunderstandings of talent
decisions.
e Improve the effectiveness of talent decisions.

Mercer Talent Game: Managing Your Talent Assets

e Tools: Each team makes talent decisions on its own board
— a pictorial depiction of a company’s organization chart
and its critical roles. Seven fictitious executives are at a
starting spot on that board.

e Getting started: Under the direction of a Mercer facilitator,
teams begin with the same fictional executives, available
talent interventions and budgets. Over the course of the
game, team decisions, unforeseen variables (real-world
situations) and risks result in different outcomes.

e Types of decisions: Team members work together to assess

the criticality of each role and make decisions, such as which

investments have the biggest pay-off and for whom, and
whether to build internal talent or buy external talent.
Unexpected events, which also leave team members
weighing consequences and risks, are built into the

simulation, such as to what degree the team should compete

for a competitor’s key talent.
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e Review and rethink: At the end of the simulation, Mercer CONTACT
facilitators interact with teams to inspire students to rethink
the gains and losses of all talent decisions and help them
sort out talent management ideas and principles suitable for
different companies, the actions to be abandoned and the
concepts to be adhered, helping to gradually form a future-
oriented talent management system of the basic framework.

Mercer Learning and
Development

T: 400 600 5599

E: learning.china@mercer.com

Four principles of strategic talent management
e Principle 1: business objectives and key positions
- Diagnose SPEC (size, performance, engagement,
capability).
- ldentify critical roles.
- Assess role capability.
e Principle 2: talent to meet need
- ldentify and quantify performance and potential, and
assess readiness and competency.
- Perform talent review using a nine-box grid.
- Select talent development methods corresponding to the
nine-box grid.
- Analyze your team risk profile and get ready.
e Principle 3: sustainable supply
- Define ways of making talent decisions, and balance
benefits and risks caused by different decisions.
- Choose different talent decisions according to different
talent within the organization.
e Principle 4: systems and processes
- Design performance management systems based on
strategic requirements.
- Improve talent practices by establishing
regulations/processes/culture, and improve current talent
practice.

Succession Planning

Associate succession planning with corporate strategy.
Develop succession planning for core positions.
Assess and develop successor candidates.

Promote and implement succession planning.
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Classroom Exercise and Discussion: Talent Planning for
Enterprises
e Review and improve the company's current talent
development system.
e Make a talent development plan.

BENEFITS FOR PARTICIPANTS

¢ Know the factors of evaluating talent: roles’ criticality,
potential and performance.

e Experience a different mix of long-term and short-term
investment of human capital through the Talent Game.

e Learn the main components of talent investment and make
different investment decisions according to different levels of
talent within the organization.

e Learn the framework and principles of strategic talent
management, and master the process and essentials of
succession planning to rationalize it.

e Learn to translate strategic talent management theories into
systematic talent decisions, apply what's learned from the
Talent Game into a real talent review, and design your own
talent management action plans.

TARGET PARTICIPANTS
HR and business managers who are involved in talent management
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