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The Simple Equation

The Cost of Losing Talent =
Cost of Talent Acquisition + Cost of 

Talent Development



Predictors: Why talent leaves

• Combination of the following

– Lack of engagement and psychological ownership

– Compensation and benefits 

– Supervisor - subordinate relations 

– Organizational culture 

– Corporate identity/prestige

– Working conditions 
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Exploring  3 Psychological Angles in 
Talent Retention

• Engagement

• Ownership



I. Engagement



Gallup Engagement Q

• 1. Do you know what is expected of you at 
work?

• Clarity
– Expectations

– Target

– Standards

– Goals

– KPIs 



• 2. Do you have the materials and equipment 
you need to do your work right? 

• Enabling



• 3. At work, do you have the opportunity to do 
what you do best every day?

• Matching of gifts and talents to job scope 



• 4. In the last seven days, have you received 
recognition or praise for doing good work?

• A culture of recognition 



• 5. At work, do your opinions seem to count?

• Perceived influence 



• 6. Does the mission/purpose of your company 
make you feel your job is important? 

• Meaning

• Significance



• 7. Are your associates (fellow employees) 
committed to doing quality work? 

• A culture of performance



• 8. Does your supervisor, or someone at work, 
seem to care about you as a person?

• 9. Do you have a best friend at work?

• A culture of fraternity

• Fellowship and social support 



• 10. In the last six months, has someone at 
work talked to you about your progress? 

• Meaningful validation

• Culture of straight talk



• 11. Is there someone at work who encourages 
your development? 

• 12. In the last year, have you had 
opportunities at work to learn and grow?

• Meaningful and recognizable development 



II. Ownership



Ownership

• 1. Financial Payoff: 

• financial benefit-as owners



• 2. Participation: 

• included on the decisions that affect their day-
to-day work

• say over the issues that affect their working 
conditions. 



Examples of Customization and 
Flexibility

• Sun Microsystems Inc. 
– employees to identify the type of physical setting that 

suits them best -- a private office, team room, satellite 
center or their home office. 

• Microsoft Corp.
– ask certain types of employees to design their own 

career paths. The company offers software engineers 
both a management-focused and technical-specialist 
career track and allows them to move back and forth 
between the two.





• 3. Community : 

• feel a bond with their fellow owners

• feel that the whole company is “in this 
together.” 



• 4. Fairness: 

• to be treated fairly by the company

• sensible rules and they do not want “special 
treatment” for specific individuals. 



In closing

• Simple solutions that require discipline
– Focus

– Long term commitment



Questions and Comments
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