NON-UTILIZED N
TALENT

..POSSIBLY THE LARGEST
ORGANIZATIONAL WASTE

by Cynthia J. Young | (JYoung Consulting

hether you are new to a
company or have been
there for 10 years, you

have been exposed to the waste
of non-utilized talent. You may
have been overlooked for promo-
tional opportunities because no
one was aware of your
knowledge, skills, or abilities
(KSA). You may even been di-
rected to hire somebody but didn't
realize you had the talent within
your midst as a current employee.
Missed opportunities  happen
when organizations get fixed on
particular individuals assigned to
tasks without realizing they hold
the desired or similar KSAs. The
same people get utilized many
times over and sometimes they're
overwhelmed. Meanwhile, you
have people on your team that
have the tal- ent that you
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You just don't realize it. This is
underutilized talent, also called
non-utilized talent, and may possi-
bly be the largest organizational
waste.

That Elusive Key Hire

Say you’re working on a busi-
ness development proposal, and
you need to have a key hire iden-
tified as part of the proposal sub-
mission. This key hire must have
specific KSAs for the contract. As
you are looking outside of the or-
ganization for this elusive key hire
you may be missing somebody
from inside who also understands
the culture of the organization and
has the necessary KSAs. Consid-
er how you would take that person
and make them into the team per-
son that you want to have. Organ-
izations may hire because it's
easier than doing the search for
somebody and then having to re-
place that person.

Options
There are two relatively quick-
response options to prevent
wasting organizational
talent.
The first option is
to train some-
body who may
have room in
their tasks. A

~

theleanmag © Copyright 2021

second option would be to mentor
an employee or pair them up with
somebody else who may have the
desired KSAs but is not available
to support the key hire require-
ment. Managers may not totally
understand what the experience
means when read on a resume or
the resume may be incomplete.
Either of the options will provide
some of the basic KSAs for the
position, but most likely would like
in the experience that would be
needed; however, there is a third
option.

The third option provides a
more forward-looking solution that
could carry on to future position
needs. Maybe it's less about find-
ing someone within the organiza-
tion and more about getting or-
ganizationally organized to know
where the KSAs lie within the or-
ganization. If you were to write
down everything you needed in
that one person, how do you how
would you figure out who could fill
out those traits? You could start
by sending out an email to every-
body asking them to identify their
skillsets.
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You could do an exhaustive internal resume search. You may also just want to survey your team about who
they know in the company who has the desired skills.

A Way Ahead

One of the easiest ways I've seen non-utilized talent waste reduced is through a searchable database of KSAs.
Resumes may seem the easiest ways to find this information at first but depending on who is conducting the search
and their familiarity with the required knowledge or knowledge that a person who hold with specific skills or experi-
ence, resume reviews become time prohibitive. In other words, reviewing resumes takes a lot of time with potential-
ly little gain.

At my last company, led by the Human Resources (HR) department, a few of us were asked to provide feedback
for updates to a database created within the company specifically for identifying combat systems and engineering
KSAs for work supporting projects related to US Navy surface ships. This was an arduous process requiring many
iterations and reviews at different organizational levels. What we did end up with was a searchable database provid-
ing opportunities to ask current employees to flag which KSAs they held which offered HR recruiters and hiring
managers more knowledge on the employees KSAs.

Once the revisions were complete, positions opened or bidding requirements called out for a key hire, recruiters
and hiring managers would refer to the responses in this database. Was it perfect? No. It absolutely was not per-
fect. What it became was a great way to solve a problem of knowing where knowledge skills and abilities were with-
in our organization. Did we continue to hire from outside of the company? Yes, of course, but what this database did
for us was help us to recognize talent within our organization and help us to maintain culture that we had as well as
offer professional development and growth within our company.

In the End

Non-utilized talent hurts a company because of the time spent onboarding a new hire, bringing the new hire up to
speed on organizational processes, and giving them the knowledge specific to the stakeholders. Not recognizing
internal talent also adds overhead costs for a company and the unknown of a
good cultural fit with the other employees, especially those they
would be teamed with. Finally, when recruiters and hiring

managers don’t look internal for key hires, current em- r 1
ployees may leave for opportunities elsewhere. Not eve-

ryone is a fit every position. Having KSAs available to H

those responsible for recruiting and hiring makes deci- | ] L - 4
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sions to hire internally easier and better informed while
using available talent as much as possible ulti- “

mately reducing the waste of non-utilized talent.
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