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A. Title Talent Phase III: Implementing the Talent Management Model 
 

B. Goal 
 

To move all components of the Talent Management Model (see Addendum) 
from discovery/development to incubation/continuous improvement. 
 
Objectives: 

 Implement Leadership Development recommendations from Talent II 

 Implement new Performance PDCA process 

 Align Workforce Planning and Recruitment/Selection processes with 
Competency Model 

 

C. AQIP Category that 
this Action Project 
will most affect or 
impact. 

Culture: Valuing People 
Specifically, 4P2, 3, 4, 5, 8, 9, 10, 11, 12 
Operations: Leading and Communicating 
Specifically, 5P9: How are leadership abilities encouraged, developed and 
strengthened among your faculty, staff, and administrators? 
 

D. Reasons for this 
project to be done 
 

To ensure all talent management processes are integrated, dynamic, and 
aligned with strategic planning processes. 
 
Phase III is the last step in this multi-year project which first addressed On-
boarding/Orientation, then laid the foundation for implementing an integrated 
approach to the rest of the Talent Management processes outlined in Section F.  
 

E. The organizational 
areas most affected 
by or involved in this 
Action Project. 

Because this project involves changes in so many Human Resource processes 
(see Section F) ALL areas of the college, every employee, will be affected. 
 

F. Organizational 
processes to change 
or improve. 

 Workforce Planning, Recruitment and Selection 

 On-boarding/Orientation (will continue to check/adjust) 

 Performance Management 

 Development/Career Planning 

 Leadership Development 

 Classification/Compensation 

 Succession/Capabilities Management 

 Training/Development Support 
 

G. Rationale for the Talent Phase I and II have laid the foundation for developing and piloting a 



length of time 
planned for this 
Action Project. 

number of new processes, so we believe that this work can move at an 
accelerated pace.  Though continuing to build and improve our Talent 
Management functions will never be “done,” we expect that enough of the 
framework will be in place by next summer that the work can move from 
project to continuous improvement. 
 

H. Monitoring Plan Project leader will be responsible for posting and maintaining a Project A3 
document.   
Project leader will provide updates to Executive Sponsor weekly 
Team reps will review progress with Presidents Council quarterly 
 

I. Outcome Measures 
 

Process Measures: 

 Competency Model integrated into Workforce Planning, Recruitment and 
Selection processes 

 New Performance Management process implemented 

 Leadership/Professional Development Institute in place 

 Mentor cohort launched 

 Leadership Basics cohort piloted 

 Crucial Conversations, Risk Assessment, Change Management, and  
Measuring Results training implemented 
 

Outcome measures: 

 Improvement in Culture and Operations (Institutional Effectiveness Criteria) 
o 4P2, 3, 4, 5, 8, 9, 10, 11, 12 
o 5P9 

 Improvement on employee engagement survey measures:  
o Engagement Index 
o Supervisor Index 
o Q1h. My supervisor works to align the goals of our department with 

the goals of the College. 
o Q3b. My supervisor effectively confronts issues before they become 

major problems. 
o Q3c. My supervisor provides useful performance feedback. 
o Q3e. My supervisor holds me accountable for performance 
o Q3f.  My supervisor positively motivates my performance 
o Q5n.  I have career discussions with my supervisor 

 

J. Other information Targeted skill development areas for this year were identified by assessing 
competency gaps related to strategic goals and employee engagement 
feedback. 
 
We will be working with external partners in several areas: 

 We are pooling resources with Munson Healthcare (4000+ employees) to 
implement Crucial Conversations training, as both organizations have 
recognized the need to build skill in “handling the tough stuff” 

 We will market select courses within our Leadership Institute to the general 
public and other organizations.  This will not only help ensure enrollment is 
adequate for an effective learning environment; it will provide cross-



organizational learning and (hopefully) open markets for customized 
training.   

 We are exploring learning partnerships with other organizations in 
executive-level leadership and other areas of organizational development 

 

K. Project Leader and 
contact person 

Executive Sponsor: Marguerite Cotto 
Project Leaders: Linda Racine; Aaron Beach 
 

 

Project scope, 
constraints, and 
assumptions 

Additional resources required for this project will include Human Resource 
specialists, Instructional Design (both have been allocated to this effort) as well 
as the time and talents of numerous faculty, trainers, and other content 
experts.   
 

Team membership 
 

Still finalizing.  Advisory team will include representatives from Faculty and 
Staff.  Specific components of the project will involve content experts from 
across the college as needed. 
 

 



Addendum 

 New Talent Management Model 

 

Competency 
Model 

Recruitment, 
Selection 

On-Boarding, 
Orientation 

Performance 
Management 

Development 
Plans 

Career 
Planning 

Leadership 
Development 

Classification, 
Compensation 

Succession, 
Capabilities 

Mgt 

Training, 
Development 

Support 

Workforce 
Planning 

Strategic 

Planning 

Competencies 

The skills, attitudes, and behaviors 

essential for achieving mission and 

strategic goals. 


