4 Easy Steps to Create a Talent Mobility
Program for Your Team
Companies always run the risk of hitting a plateau, where growth halts and stagnation occurs. So
how do they avoid this or overcome it and continue to expand? They change their organizational
culture to focus on developing the employee.
Yet, according to the 2015 Talent Mobility Research Report, more than 40 percent of the 257
organizations surveyed said they rarely, or never, provide career planning or development.
The lack of interest in talent mobility is disturbing, considering the fact that most American
workers feel disengaged in their work. Currently, only 32 percent of the 1,500 workers surveyed
by Gallup say they feel engaged at work.
It’s time to shift toward investing in employees. After all, when employees grow, the company
grows as well.
Here’s how to change the organizational culture to create a company focused on growth, starting
with the employee and extending those progress efforts company-wide.

Create a talent mobility initiative.
How can a company grow if they don’t help each team member become their best self? Start a
talent mobility program to initiate the culture shift. A group of professionals, who have a growth
mindset, are driven to push themselves to constantly learn.
Offer career development resources, such as career coaches, online training, guest speakers,
tuition reimbursement, mentorships and other educational programs. These options encourage
the staff to define their career path.
Talent mobility initiatives also help companies attract top talent. Job seekers and employees alike
know the value of professional education.
What’s more, according to a May 2014 study by the Society for Human Resource Management
(SHRM), 42 percent of 600 employees surveyed say their organization’s commitment to
professional development is “very important” to their job satisfaction.
Even when companies offer such programs, they continue to struggle with scaling the business.
Why? Because they don’t have a goal in mind.

Define goals.
In the words of Stephen Covey, begin with the end in mind. Without a goal, companies have no
sense of direction and therefore no plan. After all, what good is a group of employees who have
the motivation to grow but lack a clear strategy?
First, help employees set personal goals. If a customer service representative wants to learn about
product development and move up in the department, assign them a coach to break down their
long-term goals with short-term targets.
After employees develop a vision for their future with the company, ask them for input on
redefining organizational goals. Perhaps the current ones don’t focus on expansion or aren’t
specific enough.
When employees have a voice in setting organizational goals, they can provide input to help the
company identify critical performance priorities. These priorities could be profitability, customer
satisfaction and conversion rates. After prioritizing what needs to be updated, identify a few
strengths and weaknesses within the company's processes.
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This collaborative practice gives everyone a clear understanding of the current state of the
company. Leaders should work to clarify the vision, mission and values that align with the team.
Use any noted weaknesses to define expectations. For example, if the work order processing time
is more than 24 hours, set a goal to keep it under 24 hours, and start planning how to hit that
goal.
The worst offense a company can make is to leave their team in the dark. When several staff
members provide input on goal setting, they develop a deep understanding of the big picture,
allowing them to recognize the impact they can make on the large scale operations.

