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If you’ve been in HR for even a short period of time, you’ve 
probably heard the saying “employees are our best asset.” Like any 
other asset, employees require care and nurture if you want to be able 
to get the most out of them. Unlike new technology or processes that 
your competitors can adopt quickly, however, a highly skilled and 
nimble workforce can give your company a hard-to-replicate strategic 
advantage. �e most successful companies are those that manage hu-
man capital in the most effective and efficient manner. 

In Integrated and Integrative Talent Management: A Strategic HR 

Framework, Lynne Morton defines talent as “individuals who have 
the capability to make a significant difference to the current and fu-
ture performance of the company.” Because talent has the potential to 
come from any corner of your organization, your human capital plan 
should focus on all employees—not just on a chosen few classified as 

“high potential.” 
To create a successful plan for managing your human capital, first 

define your organization’s future goals. Is your company launching a 
new product? Increasing the capabilities of an existing asset? Ventur-
ing into new territories or countries? By understanding what lies five 
or ten years down the road, you can evaluate your employees’ current 
capabilities and determine what skill sets will be needed to meet (or 
exceed!) future expectations.

�e company’s strategic plan serves as the foundation for your hu-
man capital life-cycle plan. A deep-seated understanding of how the 
organization operates and how the company makes and loses money 
will help you, as an HR executive, connect the human capital strategy 
to the company’s overall strategic goals. By proactively examining 
both the business as a whole and individual departments, HR can 
increase employee effectiveness by designing a talent management 
plan geared toward helping the business achieve its goals. 

Your human capital plan should encompass four distinct phases:

 · Recruitment

 · Development

 · Retention

 · Managing Out

RECRUITMENT PHASE

�e talent management plan life cycle really kicks off with recruit-
ment. A successful recruitment and selection process a$racts the 
best possible talent and sets the stage for how potential candidates 
feel about the company. A disorganized or cumbersome process, for 
example, could give new recruits the impression that the company 
doesn’t mind when employees exhibit those characteristics. Even how 
you relay bad news to candidates who aren’t hired says a lot about 
your company and its culture. Remember, someone you reject today 
may be perfect for your company tomorrow. So treat everyone with 
respect and dignity! 

During the evaluation phase, partner with the hiring department 
to determine what skills and qualifications the position requires and 
how that role factors into the organization’s overall staffing plan now 
and in the future. When searching for new hires, fully explore your re-
sources to make sure you access the largest possible pool of qualified 
candidates. In addition to posting the position online, for example, 
scour social networking sites, network with members of professional 
associations, and reach out to both active and passive job seekers. 
And if you remember to source even when you’re not looking to fill 
positions, you’ll have candidates lined up well before a department 
needs them. 

As you evaluate candidates, make sure the hiring manager ef-
fectively tests their abilities and company fit—and doesn’t base hiring 
decisions merely on “likeability.” Candidate evaluation methods 
could include panel interviews, behavioral and situational interview 
questions, homework, auditions, and portfolio reviews. Once an offer 
is extended, work with the hiring manager to ensure that he or she is 
prepared for the new hire’s first day in the office. 

Finally, don’t underestimate the value of a successful onboarding 
process: it shapes your employee’s first impression of the company 
and puts him or her in an ideal position to move forward with a 
rewarding career there. In addition to welcoming a new hire, the 
onboarding process should include an indoctrination to the organiza-
tion’s culture, training on both the company’s history as well as its 
future goals, and introductions to members of the new hire’s depart-
ment and to company executives. 
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DEVELOPMENT PHASE

Companies now recognize the importance of investing in their em-
ployees today in order to garner a competitive advantage tomorrow. 
But before you can determine whether your employees meet expecta-
tions, you must have very clear, concise standards of performance for 
every position. 

�e successful management of your human capital requires an 
individual formal development plan for every employee. �is plan 
should include the employee’s clearly defined short-term goals, as 
well as long-range development objectives for which both the man-
ager and the employee are accountable. Teach your managers how to 
coach employees to reach their goals and reward those managers who 
achieve success with their employees. 

�e development plan should include job-specific training as 
well as so% skills in areas such as leadership, preparing and deliver-
ing effective presentations, and managing others. Consider imple-
menting rotational assignments, too. Smart organizations conduct 
regular needs assessments to ensure they are providing training and 
development opportunities that meet the needs of individuals as well 
as teams and departments. 

Development plans should also take into account succession plan-
ning for all levels within the organization and the company’s strategic 
plan for the future. And be sure to treat any expenditure in training, 
development, health, and support not as an expense but as an invest-
ment in your employees.

RETENTION PHASE

A formal development plan can go only so far in retaining your em-
ployees, though. 

It’s critical that you align your company rewards and recogni-
tion programs with employee achievement of both short-term and 
long-term objectives. Remember, you are what you reward—so make 
sure that your company’s perks and other benefits are comparable to 
those offered by your competitors. And if your company cannot af-
ford to keep up with the competition, be up front about this with your 
employees (and explain what benefits your company does offer over 
the competition). 

Open communication with senior management is another key to 
employee retention. Everyone knows that company leaders must have 
a plan for the organization’s success, but few people fully realize the 
importance of communicating that plan in a manner that resonates 
with even the most junior person in the company. So make the 

connection between an employee’s day-to-day job and its contribu-
tion to the company’s success. Employees will be more motivated 
and make be$er decisions if they feel more involved in the company’s 
future growth. 

Company surveys are a great tool for fully and accurately gauging 
employee satisfaction and engagement. Be sure to share the results 
with employees and take action for improvement based on those re-
sults. Failure to do either will demotivate your employees, so if you’re 
not planning to do anything with the survey results, it’s best not to 
conduct the survey in the first place. 

MANAGING OUT PHASE

Whether a relationship ends at the employee’s volition or at the 
company’s decision, it’s important to end it on a good note (or as good 
a note as possible, depending on the situation). Even someone with 
performance issues or an inability to fit into the culture deserves 
respect when leaving the company. In addition, an employee’s exit 
interview presents an opportunity to improve your organization’s 
processes, structure, and values. Tracking reasons for leaving the 
company may help you identify organizational trends that require 
modification. For example, a department’s high turnover rate within 
the first ninety days of employment could signal the need for a close 
look at its hiring and selection criteria, because there could be a dis-
connect between what’s discussed during the interview process and 
the job’s actual requirements.

THE ROAD AHEAD 

Because an organization’s needs continually change, managing the 
human capital life cycle is an ever-evolving process. Design your 
program to accept and incorporate feedback throughout each stage 
so you can be sure you’re meeting the needs of company leaders, man-
agers, and employees. By involving all relevant parties in the planning 
and execution of your human capital management plan, you can help 
ensure its successful implementation. 
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