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Is Human Capital development and Talent management even a topic, 

considering the challenges Zimbabwe faces as an “economy under siege”? 

Selected quotes and ideas from Day 1 of the ICAZ conference 
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Diaspora“It is important to get to a „point 

of knowledge‟ from which 

people can act with trust and 

openness”

The Chinese are 

taking over

It is important to re-kindle 

the trust in the locals

“Move from defining a working day 

in “time” to defining it in terms of 

“output”

It may be time to re-

consider low cost models 

of production
It is important to secure investments 

through means other than ownership, e.g. 

equity deals, management contracts
Create a favourable domicile, 

because people have options 

to go to an environment which 

is more favourable
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*Based on The Heart of Change by John Kotter and Dan Cohen (2002) Copyright © 2004 Deloitte Development LLC.  All rights reserved.

In order to get where you want to go,

you have to leave where you are!
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There is a story to be made for growth across Africa, and in 

Zimbabwe

Source: www.mckinseyquarterly.com/Africa/Africas_path_to_growth_Sector_by_sector_2602

Infrastructure Agriculture

Consumer GoodsMining

Financial Services Telecommunications

As many as 200 million Africans will enter the 

consumer goods market by 2015. 

Banking and telecommunications are growing 

rapidly too, and infrastructure expenditures are 

rising significantly faster in Africa than in the world as 

a whole. 

Not that the growth of the extractive industries won‟t 

be impressive. The continent has more than one-

quarter of the world’s arable land. Eleven of its 

countries rank among the top ten sources for at least 

one major mineral. 

Africa will produce 13 percent of global

oil by 2015, up from 9 percent in 1998. 

For many companies, this is a future

worth investing in.

http://www.mckinseyquarterly.com/Africa/Africas_path_to_growth_Sector_by_sector_2602
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Strategies and drivers for growth are varied and complimentary and 

have their own challenges: Our focus is on the role of talent

• Investment – foreign 

• Investment – local

• Government spending 

• Foreign agency 

initiatives and 

infrastructure spending

• Mergers and 

acquisitions

• Organic Growth

• MDG‟s

• Global demand curves 

in resources and 

agricultural products

The growth challenges 

are varied and come in 

multiples. One theme 

will be at the heart of 

all of them: 

Where will the 

Talent come 

from?

• Agriculture

• Financial Services

• Consumer Goods

• Mining

• Infrastructure

• Telecommunications

Growth DriversGrowth Sectors
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Are there simple models or strategies to respond to the question: 

Where will the Talent come from?

Recruit

Retain

Partner 
(international experience and local 

know how)

Develop

Grow

• Traditional Model

• Defensive strategy

• Costly

• Ineffective, if focussed on the short term

• Investment led strategy

• Short to medium term focus

• Risky if not supported by local growth and 

development

• Long term, offensive strategy

• Focus on training, development and 

leadership development

• Requires clear strategy and implementation 

capability
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Globally, the trend shows that traditional, defensive strategies are 

often ineffective as a means to bridge the talent gap

Acquisition findings:

• Africa has become a net exporter of talent, fuelling 

the local brain drain

• Re-patriates have huge  expectations and  want their 

concerns to be mitigated

• Schools and universities are struggling to meet the 

talent demands of skills driven growth

• ICAZ has a great number of its members outside of 

the country

Retention findings:

• The Company‟s stars are the first to be poached by 

competitors

• Reward has become a blunt tool, as offers are 

easily matched by other companies

• What do the numbers say? - Non-performance often 

hides behind low turn-over rates. Output vs time.

• Low attrition rates do not mean that it is not the “top 

and critical talent” that is walking out of the door

Source: Deloitte Research – It‟s 2008: Do you know where your talent is? Copyright Deloitte Development LLC. All rights reserved.
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To move forward from a traditional approach, the thinking needs to 

shift to: Why will people join us, and what will make Talent stay?

By focusing on the end points of managing talent (acquisition and retention) 

rather than on the middle ones (deployment and development), organizations 

ignore the things that matter most to employees. When this happens,

companies set themselves up for inevitable churn, which becomes especially 

hazardous in a tight labour market.

A Conference Board study asked employees what they expected from their 

employers. The top three responses were:

1. Interesting, challenging work

2. Open, two-way communication

3. Opportunities for growth and development

What about money? They found that it finished a distant eighth. This makes sense. 

Rewards and recognition must align with organizational and individual goals. Consider 

how to retain and motivate in a low cost employment scenario.

Source: “HR Executive Review: Implementing the New Employment Compact,” The Conference Board, 1997.
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Deloitte takes a strategic view on managing Talent in the 

Organization. We believe that there is no one size fits all approach

Develop Talent strategies or plans that are specific. Focus on a few things, and do 

them well!

“Who” is Talent in my 

organization? 

“Which are the Critical Workforce 

Segments?”

“Where” is the talent in my 

organization”

“What do I offer the Talent in my 

organization? 

Deloitte Periodic Table of TalentTM

Used to quickly segment the workforce based on some 

outcome (turnover, performance) and predictors (job level, 

business unit, gender, age, marital status, etc.). 

Classification Tree Analysis

Used to quickly segment the workforce based on some 

outcome (turnover, performance) and predictors (job level, 

business unit, gender, age, marital status, etc.). 

Classification Tree Analysis
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Specialists:
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formed where 

companies do not 
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skills and cannot 

develop them in-

house cost effectively
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Strategy 1: focus on your critical workforce segments: Which 15% to 

25% of the workforce is critical to deliver the strategy?

Used to quickly segment the workforce based on some 

outcome (turnover, performance) and predictors (job level, 

business unit, gender, age, marital status, etc.). 

Classification Tree Analysis

Used to quickly segment the workforce based on some 

outcome (turnover, performance) and predictors (job level, 

business unit, gender, age, marital status, etc.). 

Classification Tree Analysis
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Specialists:
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Specialists:
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have the existing 

skills and cannot 

develop them in-
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1. Which strategies, skills, and capabilities are crucial to your current and future 

success?

2. What emerging workforce trends (e.g. supply and demand of engineers) will 

impact your ability to deliver value?

3. Who supports your critical segments of talent within their network? Are these 

supporting people difficult to replace?

4. Within your critical workforce segments, who possesses the greatest current and 

future Potential?

How Do You Identify Your Critical 

Talent?

Critical talent are the people who 

create the value an organization 

needs to succeed.

Answering the following four 

questions can help leaders to isolate 

these groups and individuals.
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Strategy 2: understand where the critical talent needs to be to add 

value: deploy correctly, target development activities and connect 

them to what and who matters

By “deploy,” we mean working with key individuals to 

(a) identify their deep-rooted skills, interests, and 

knowledge, 

(b) find their best fit in the organization, and 

(c) craft the job design and conditions that help them to 

perform.

By “develop”, we mean providing the real-life learning 

employees need to master a job. We don‟t mean just 

traditional classroom or online education. As importantly, 

we mean the “trial-by- fire” experiences that stretch their

capabilities and the lessons they learn from peers, 

mentors, and others.

By “connect,” we mean providing critical employees with 

the tools and guidance they need to 

a) build networks that enhance individual and 

organizational performance, and 

b) improve the quality of their interactions with others.
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Consider the following statements as value drivers when 

planning how to deploy, connect and develop your talent 
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• Develop Value Driver: 

67% of people learn most when they work with a colleague on a task  (Source: Lexis-Nexis)

• Develop and Deploy Value Driver: 

People are 5 times more likely to consult a co-worker than any other source (Source: MIT 

study  - Tom Allen, Managing the Flow of Technology, Cambridge, MA, MIT Press, 1977. )

• Deploy Value Driver: 

People learn the most in jobs that stretch them, they perform best when they can actively 

discover and define the role that will tap their deepest passions and skills, and the 

conditions required to succeed (Source: Deloitte Research – Its 2008 – Do you know where your talent is?)

• Develop Value driver: 

“Hot skills bonuses and monetary perks don‟t work as effectively as giving people a cool 

opportunity” (Source: Jim Goodnight, CEO of SAS Institute Inc.)

• Connect Value Driver: 

“Who” you know is increasingly more important than “what” you know (Source: Rob Cross, The 

Hidden Power of Social Networks, Harvard Business School Press.)

• Connect Value Driver: 

Work largely happens “off the organizational chart” through our informal networks. The 

glue that binds people together in these networks is trust. (Source: Deloitte Research – Its 2008 – Do 

you know where your talent is?)
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Strategy 3: The Deloitte “Periodic Table of Talent TM” shows how the 

organization can focus: What is required? What can you do? What is 

realistic?:
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In Summary: There is no one size fits all talent strategy to bridge the 

talent gap for growth in Zimbabwe, but there is much you can do
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Expect to “move from 

where you are, if you 

want to change”

Understand the impact of your current 

“Talent Management” approach
Focus on what your talented 

people need. Remember that 

people have options to take their 

talent elsewhere

1. Interesting, challenging 

work

2. Open, two-way 

communication

3. Opportunities for growth 

and development

Identify and 

concentrate on your 

critical workforce 

segments

Used to quickly segment the workforce based on some 

outcome (turnover, performance) and predictors (job level, 

business unit, gender, age, marital status, etc.). 

Classification Tree Analysis

Used to quickly segment the workforce based on some 

outcome (turnover, performance) and predictors (job level, 

business unit, gender, age, marital status, etc.). 

Classification Tree Analysis
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Consist of highly 

skilled, highly 
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who drive a 

disproportionate 

percentage of 

revenue growth

Core 

Workforce: 

Reflects the

backbone of the 

company who are 

well-trained on firm 

processes but 

knowledge and 

skills are easily 

replaced

Core 

Workforce: 

Reflects the

backbone of the 

company who are 

well-trained on firm 

processes but 

knowledge and 

skills are easily 

replaced

Flexible Labor:
Reflects alternatives 

companies can use 

to meet periods of 

high demand for 

employees or the 

need to lower costs

Flexible Labor:
Reflects alternatives 

companies can use 

to meet periods of 

high demand for 

employees or the 

need to lower costs

Specialists:
Reflect alignments 

formed where 

companies do not 

have the existing 

skills and cannot 

develop them in-

house cost effectively

Specialists:
Reflect alignments 

formed where 

companies do not 

have the existing 

skills and cannot 

develop them in-

house cost effectively

Understand how and where to use 

your talent and how to grow your 

leaders and managers

Choose the mix of 

talent management 

activities that you can 

afford, can deliver and 

want to be known for

Value driver: 

Leadership 

development

Value Driver: 

Management 

development

Value Driver: Supervisory development

Deloitte Periodic Table of TalentTM
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Quoting your distinguished speaker, Mr Nyambirai, CE of 

TN Holdings
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“The wealth of a nation is not solely in its natural 

resources. It is in its people. 

Part of what is required on the road to recovery is to 

prioritize the investment in Human Capital”
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