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HBR’s cases, which are fictional, present common managerial dilemmas 
and offer concrete solutions from experts. 
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He developed excellent people one by one—then watched in frustration 
as other divisions stole them away.

Jared Gordan sat across from his VP of sales,
Stan Simpson, in disbelief. “Let me make sure I
understand,” said Jared. “You’ve accepted a job
with Hank’s division starting next week?”

“I’m sorry,” said Stan, unable to look Jared in
the eye. “I just couldn’t pass up this chance.
Hank Dodge has offered to make me regional
VP of marketing and sales for his division.”
Jared felt his jaw lock. Hank hadn’t said a word
to him about offering Stan a position. Since
when was it okay for a division president to
poach from another division without so much
as a telephone call? Despite his anger, Jared was
determined to maintain his cool in front of
Stan. “Have you already said yes to Hank?”
asked Jared, hoping that maybe he could talk
Stan out of his decision.

“Yes,” Stan said quietly. Then he added, “But
the new person you bring in can call me any-
time with questions. I’d be happy to help with
the transition. You’ve been a great boss—a re-

ally great boss—and I appreciate everything
you’ve done for me.” Jared thanked Stan for his
offer as he walked with him toward the office
door. It was an offer he had heard before, but
that didn’t make it any less sincere.

The Last Straw
Jared Gordan was the president of the Industrial
Products Division of Compunext Corporation, a
$2.5 billion company that made electronic com-
ponents. His division focused mostly on compo-
nents used in machinery and in process controls
for major manufacturing firms. The division was
one of the company’s smallest, representing
only about 15% of Compunext’s sales. When
Jared joined Industrial Products four years ago,
it had been in bad shape. For three straight
years, income had been declining and ROE had
been in the 3% to 5% range. Jared was brought in
to turn around the division, and he did just that.

Jared began his turnaround efforts by con-
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ducting customer and competitor analyses that
allowed his team to pare the division’s prod-
ucts by half and retain only the most profitable
items. With the help of a consulting firm, he
also rearranged the operations of the division’s
six plants, successfully reducing costs while
increasing productivity. At the same time, he
approved a $12.5 million investment in new
technologies to enhance product quality. Even
though Jared drove these initiatives, he en-
couraged people at all levels to contribute
ideas, and he was quick to share credit. He
used every opportunity he could to publicize
the division’s successes both internally and
externally. Twice a year, for example, Industrial
Products hosted a small awards ceremony
recognizing its employees’ outstanding contri-
butions. Externally, he made sure that the
accomplishments of his employees were ac-
knowledged in companywide newsletters.

These efforts paid off. Under Jared’s leader-
ship, Industrial Products’ sales and profits had
increased 50%. Moreover, analysts were start-
ing to include the division’s results in their fu-
ture forecasts. This was a dramatic shift from
five years earlier, when the analysts were
suggesting that Compunext should sell the
division.

Jared knew that his job was far from over.
The division was still a second-tier player in the
industry. Nonetheless, he was confident that in
a few more years, Industrial Products could
achieve the goals corporate had set for it. After
that, Jared wasn’t sure what he’d do. Maybe
he’d look for another turnaround challenge. He
was still getting regular calls from headhunters.
Or maybe he’d stay at Compunext for the long
haul.

But now Stan Simpson, whom Jared had re-
cruited two years earlier, was joining the Tele-
communications Division, which accounted
for more than a third of the company’s sales. It
was the most profitable and fastest-growing di-
vision in the Compunext portfolio.

What troubled Jared was not that Stan was
leaving. Stan was a good guy, and the job was
indeed a promotion. What troubled him most
was that Stan was the tenth person to leave his
division in the last four years. All were great
people, and seven of them had left for other
positions inside Compunext. Jared was frus-
trated, and he decided it was time to talk to
someone in corporate. He picked up the phone
and dialed Sue Patel’s direct line. Sue was

Compunext’s VP of human resources.
“Sue Patel,” the voice said on the other end.
“Hey, Sue, it’s Jared. I was wondering if you

were free for lunch today. I’d like to discuss
something.”

“You’re in luck,” Sue responded. “I had a
lunch meeting that was just canceled. What’s
up?”

“I’ll fill you in when we meet,” said Jared,
not wanting to start a conversation he couldn’t
finish. “I’ll pick you up at 12:30, and we’ll head
over to the Bistro.”

“Wow,” said Sue. “This must be serious. It’s
not often you suggest going off-site for lunch—
and better yet, to the Bistro. I can’t wait to
hear what’s on your mind.”

Grounds for Complaint
Jared hung up the telephone and took a quick
look at his calendar. His morning was clear, so
he decided to walk over to Hank’s office. He
wanted to talk with Hank face-to-face.

“Hey, welcome back, stranger,” Hank said as
Jared appeared in his doorway. “I’ve got a
meeting in ten minutes, but I’m on my way to
get a cup of coffee. Want to join me?”

As they walked to the café, Hank asked
Jared about his vacation, but Jared was in no
mood for small talk and got right to the point.
“I’m not sure I would have taken off if I’d
known you were going to raid my operation.
Hank, a phone call would have been nice.
Since when did we dispense with common
courtesy around here?” Jared asked.

“Okay, I deserved that,” replied Hank.
“But, for the record, I did call. You were on
vacation—remember?”

“Have you heard of voice mail? And any-
way, that was two weeks ago! What about last
week? Was your phone broken?” Jared said.

“Come on, Jared. Cool down,” Hank replied.
“I meant to call you last week, but we had an
emergency in the Cleveland facility. I was
knee-deep in lawyers.”

Hank’s excuses did little to soothe Jared. “So
you went ahead and offered Stan the job any-
way? What was so urgent that you couldn’t
wait to talk to me first?”

“Frankly, I didn’t want to lose Stan,” said
Hank. “Obviously, he didn’t tell you that he’d
had a job offer from BTX. I heard about it from
Joe Carter, who’s pretty close to Stan. Joe
didn’t want to see Stan go, and he felt that our
group could come back with a competitive of-
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fer. The bottom line is that I didn’t think you
were going to be able to keep Stan regardless
of what I did. Look, Jared, I’m not going to
promise you that we won’t make offers to your
people in the future. But I’m not the kind of
person to go behind your back. You know that.
Whenever this kind of thing has happened in
the past, I’ve always called you first, and I’ll do
the same in the future. The situation with Stan
was a onetime deal.”

The news about the outside offer gave Jared
pause, but he wasn’t willing to drop the com-
plaint completely. It had happened too many
times before.

“Look,” said Hank, “I have to head back to
my office, but we can continue this conversa-
tion later. Are you free after four?”

“I’ll check my calendar and let you know,”
Jared said as he walked toward the door of the
café.

No Such Thing as a Free Lunch
As promised, Jared picked up Sue Patel at
12:30. After being seated, ordering, and ex-
changing a few pleasantries, Sue started
things off. “Okay, you’ve got my attention,”
she said. “What’s on your mind?”

“Well,” said Jared, “You probably already
know that Stan Simpson is joining Hank’s op-
eration. When I called you this morning, I was
pretty steamed, but I met with Hank after I
talked with you, and he filled me in on Stan’s
offer from BTX.”

“Yes,” Sue said. “Hank called me two weeks
ago to let me know he was going to make the
offer. I agreed with him that this would be a
great opportunity for Stan, plus we didn’t want
to lose him to a competitor. So maybe this is a
good time to brainstorm about possible re-
placement candidates who can—”

“Have you been counting?” Jared inter-
rupted. “Do you realize that Stan is the tenth
person I’ve lost in four years? I’m thinking that
I need to put a revolving door in my office.
And if you include Stan, the three most recent
departures were people I brought in from out-
side the company. They were with my division
for only a couple years before joining other di-
visions.” Jared was sounding more and more
distressed. “Look, Sue, I think I have a well-run
division, but when people start leaving left and
right, you have to wonder. Before I got here,
the turnover rate was high because of the bad
state the division was in, but if anything, the

turnover rate has gone up. I can only imagine
what others in the corporate office are saying
about all this.”

Sue could see the concern in Jared’s face.
“First, let me say that corporate thinks you are
a terrific manager. To be honest, I think other
managers see your division as prime raiding
ground. They respect your ability to identify
great talent. Hank once described you as a
‘bloodhound’ when it comes to new hires. It’s
well known that you give your people lots of
responsibility and you don’t micromanage.
Jared, I don’t think anyone is faulting you for
being a good manager. The problem, if there is
one, is that it isn’t just people inside the com-
pany who want to poach from your operation.
Word is getting out in the industry as well. I’ve
conducted exit interviews with your staff mem-
bers who have gone to work for competitors.
According to a couple of people, competing
firms made the first contact. One person told
me that her recruiter said, ‘Anyone who works
for Jared Gordan must have a pretty good head
on her shoulders.’”

Jared was struck by the irony. “Are you tell-
ing me that I’m such a great people developer
that I’m losing people?” Before Sue could an-
swer, he added, “I’m tired of this. It’s not like I
throw darts at hundreds of résumés and mirac-
ulously select the right people. I spend untold
hours working with you and your team to find
good external candidates. I don’t take the easy
way out, raiding other people’s departments.
In the past four years, I’ve made only one offer
to an employee from another Compunext
division.”

“Do you really think the other division pres-
idents are just looking for the easy solution?”
asked Sue.

“Maybe it’s not that simple, but the result is
the same,” said Jared. “My division’s perfor-
mance would probably have been twice what
it is with a stable staff,” Jared continued. “But
it’s not just performance I’m worried about.
I’m also concerned about morale. My people
are starting to wonder if they’re missing out on
something. I’m wondering if I need to be more
direct—I don’t want them to think that Indus-
trial Products is a farm team for the rest of the
company.”

Sue thought for a moment. “Maybe it is a
good idea to get the issue on the table. But
you know as well as I do that if you ask your
people to stop looking around, you’ll just

“Look, Sue, I think I have 
a well-run division, but 
when people start leaving 
left and right, you have to 
wonder.”
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make them more secretive.”
Feeling that Sue was missing his point,

Jared continued: “I agree that strong-arming
my employees isn’t the right approach. The
people who need some reining in are my peers.
Or maybe it says something about our HR pro-
cesses. If Compunext doesn’t have other man-
agers who can identify and develop talent,
then maybe that’s something HR should be ad-
dressing directly. I’m not interested in running
a backdoor training facility for corporate.”

Realizing how harsh that may have come
out, Jared apologized. “Sorry,” he said, “I
didn’t mean that quite the way it sounded.
It’s just that my plate is plenty full with the
turnaround.

“Before coming to Compunext, I worked
for a company where division heads used to
undermine their best employees’ chances for
promotion to other divisions—even if the
promotion was in the best interest of the em-
ployee and the company overall. I hated
that; I thought it was cheap and under-
handed. Well, I have to tell you that I’m be-
ginning to understand their actions. I
wouldn’t go that far, but maybe I should
start offering stay-put incentives. It’s not
going to do wonders for my SG&A numbers,
but maybe I can slow down the attrition.”

Sue thought for a moment. “I’m not sure
that’s the right solution, Jared. I can envision
other divisions countering your offers, and
pretty soon Compunext would be in a salary
bidding war against itself. Plus, other divisions
can probably throw more money at people
than you can. But besides all that, good people
aren’t just after the money. They look at the in-
tangibles as well, and their chances for promo-
tion. With your division being one of the
smaller ones, they may feel their opportunities
are better in other areas. If you think about
things from the corporate level, this kind of
movement is healthy.”

“It may be healthy for corporate, but I have
a division to run,” said Jared. “Last year, I de-
cided that the key was to make jobs more at-
tractive by offering intangibles like customizing

jobs and tailoring projects, and it worked. Peo-
ple felt challenged and motivated; they were
constantly learning new things and contribut-
ing in increasingly significant ways. But the
more my guys developed their skills, the more
attractive they became to other divisions. I
can’t seem to win.”

“Frankly, I’m not sure what to do,” said Sue.
“I suppose we could create a policy limiting in-
ternal transfers, but I’m not sure that’s in any-
one’s best interest. Another option would be to
help division heads with recruiting, but frankly
you’re the exception when it comes to wanting
our help. Most of the other managers aren’t
keen on corporate involvement. Do you re-
member the executive committee meeting we
had a couple years ago when I suggested get-
ting more involved? Hank used the word ‘in-
terference.’ He said he needed a free hand.
When he said it, most of the other division
presidents nodded in agreement. I took that as
a sign to back off. I suppose I could raise it
again, but it’s only your division and the Medi-
cal Devices Division that are affected.”

That last news came as a surprise to Jared.
He didn’t realize that Mike Martinez’s division
faced the same turnover problems. Mike had
been with Compunext even less time than
Jared, and Medical Devices was even smaller
than Industrial Products. Jared wondered
whether he should set up a meeting with
Mike.

“It’s clear I don’t have any easy solutions,”
said Sue, “but I promise to think seriously
about this whole issue over the next few
weeks.”

“You better,” said Jared with a smile as he
placed his credit card on top of the bill. “I’m
picking up the tab now, Sue, but I won’t do it
forever.”

What’s causing Jared’s problem, and how 
can he solve it?  • Four commentators offer 

Case CommentarySee
expert advice.
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Case Commentary

by Peter Browning

What’s causing Jared’s problem, and how can he solve it?
Let’s get one thing straight. Jared Gordan is
not the problem. Quite the contrary: He’s an
extraordinarily gifted executive. Not many
managers can turn around a business while
identifying, developing, and managing people
as brilliantly as he does. Jared has delivered
strong business performance, provided people
with excellent opportunities, and even coped
gracefully with high turnover. Compunext
would be lucky to get more like him, and
he’s clearly capable of taking on even bigger
challenges.

Sadly, however, Compunext’s corporate cen-
ter seems to be doing everything in its power to
frustrate and alienate him. First and perhaps
most disturbing, he’s getting little feedback
about his performance and his future with the
company. The fact that he doesn’t know where
he’s headed next indicates that nobody’s given
his path within the organization any thought—
or, if people have, they haven’t shared those
thoughts with him. When Sue Patel tells him
he’s very well thought of by the corporate cen-
ter, the news seems to come as a surprise. Not
telling him how much he’s valued is a sure way
to lose someone this talented. Second, the cor-
porate center has failed to regulate the internal
competition for talent. The market for talent is
much too laissez-faire—the race is to the
swift—which allows bigger divisions to take ad-
vantage of smaller divisions without any
thought to the long-term interests of the whole
corporation or the individuals involved. If any
attempt to regulate this market existed, Hank
Dodge would never have gotten away with not
calling Jared before he offered Stan a job. Both
these failures are symptomatic of a larger prob-
lem: Compunext doesn’t appear to spend any
time or attention on systematic succession plan-
ning and people development. Jared is far bet-
ter at developing people than his employer is.

It doesn’t have to be this way. I’ve worked
for several decentralized corporations and run
a couple of others, and I firmly believe that the
corporate center has some core responsibili-
ties, regardless of the level of decentralization.
The center must pay attention to strategy, to
capital allocation, and to talent development.
As far as I can tell, Compunext has abdicated
that third responsibility.

Compunext needs a process that requires
corporate center executives to meet with divi-
sion heads regularly to talk about succession
planning: who the key managers in the divi-
sion are, what their future plans are, what the
succession plan for divisional leadership is,
where division heads are going next. If these
meetings took place regularly and became
part of the culture, then managers like Hank
would have to go through the center first be-
fore trying to recruit someone from another
division. Jared, Hank, and folks from the cen-
ter would decide together what was in the best
interests of individuals, the respective divi-
sions, and the company as a whole. Jared
would still lose people—that’s a part of corpo-
rate life, and it’s not inherently unhealthy—
but the process would ensure that he was los-
ing them for the right reasons.

Sue Patel points out that division managers
have said they don’t want this kind of interfer-
ence. Well, what a surprise. Executives running
divisions in decentralized companies never
want the center to get involved. So what? Cor-
porate executives have responsibilities that re-
quire them to “be involved” now and then in
divisional affairs. Right now, the center is ig-
noring one of the most important of those
responsibilities.

This isn’t Sue’s job, by the way. It’s the
CEO’s job. She’d like to support the division
heads and make everyone happy, but what’s
needed is leadership from the top on one of the
key drivers of success: leadership development.
The CEO sets the tone for the corporation.
Without CEO involvement, this core responsi-
bility will never be taken seriously. Without it,
the company is headed for trouble.

Compunext is going to lose Jared if the CEO
doesn’t shoulder the responsibility to develop
future leaders. And that loss would be absurd
and sad, because Jared’s the kind of manager
who might run Compunext some day.

Peter Browning is the nonexecutive chairman of 

the board of Nucor in Charlotte, North Carolina. 

Before joining Nucor, he served as the president 

and CEO of Sonoco Products and as the chairman 

and CEO of National Gypsum. Earlier in his career, 

he led several division turnarounds.

Compunext is going to 
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doesn’t shoulder the 
responsibility to develop 
future leaders.



harvard business review • march 2002 page 6

The Coach Who Got Poached • HBR CASE STUDY

Case Commentary

by Frank Morgan

What’s causing Jared’s problem, and how can he solve it?
Jared is clearly doing something right: Sales
are up, profits are up, customer satisfaction is
up—even the analysts are happy. But some-
how I get the impression that he doesn’t know
his people very well. It’s curious, because in
general he’s good at people management. He
identifies talent; he develops it; he motivates
people to do well; he makes sure they get the
recognition they deserve. But how well does
he really know them? Do they feel safe coming
and talking to him if things aren’t okay?
When managers aren’t in touch with people’s
aspirations—and their dissatisfactions—they
think things are peachy keen. Then one day it
turns out they aren’t.

I think it would be great if Jared did some
soul-searching about this issue. Furthermore,
he and corporate human resources should
work together to take a formal look at em-
ployee satisfaction in his division. People rarely
leave because of money alone. You have to
dangle a lot of cash in front of someone to lure
him or her away from a job.

A considerable amount of research has
been done on what contributes to an em-
ployee’s sense of well-being, and the latest
studies suggest that there are four real driv-
ers of satisfaction. The most important one
is opportunity: Is the employee provided
with interesting and challenging work, as
well as a chance for increased responsibility?
It may be that Jared needs to look again at
job enrichment, beyond what he’s already
done. The second driver is stress. Especially
with a younger workforce, you need to be
aware of workers’ attitudes toward outside
obligations and be sure they have a sense of
control and a sense of choice. (Do they feel
that it’s okay to leave at 3:00 to catch their
daughter’s basketball game? Or do they
sense that they’d lose points if they did?)
This may be a problem in Jared’s division, es-
pecially since it’s a turnaround, although
nothing in the case suggests it is. The third
driver is leadership. Is the leader trusted?
Does he or she demonstrate an interest in
people? I suspect that Jared may lack these
important qualities. And the fourth driver is

fair reward and recognition. Sometimes in a
small division, which can’t pay as much as a
big division, this issue can be addressed by cre-
ating jobs that have a broader scope.

Of course we have no way of knowing for
sure what an employee satisfaction survey
would turn up, but I suspect that Jared would
find that he’s got some problems. Because he’s
running a small division, there are probably
fewer opportunities and financial rewards
than in the larger divisions. And despite his
strong points, people don’t seem to trust Jared
enough to tell him that they’re thinking about
leaving—so a survey would likely reveal some
uncomfortable facts about his perceived
approachability.

Jared should find out exactly what his em-
ployees think, and he should do what he can to
address their concerns. But truth be told, he’ll
probably continue to lose people regardless.
Even when they’re not being raided, talented
employees want to be where the action is.
They’re drawn to the most successful divisions
and want to be part of the team that is the big-
gest corporate winner. So, no matter what
Jared does, he’s probably going to see more
good people leave.

The corporate center needs to do its part
to help resolve Jared’s problem. Specifically,
corporate management needs to acknowl-
edge that the Industrial Products Division is
not in a position to offer some of the oppor-
tunities that other, bigger divisions can.
What form would that acknowledgment
take? I think the corporate center needs to
compensate Jared and the other senior man-
agers he works with for the superb jobs
they’re doing developing talent. If the Indus-
trial Products Division continues to function
as a farm team—a truly excellent one—its
executives’ pay and performance evaluations
should recognize that service. They’re per-
forming a vital function, for which they
should receive fair reward and recognition.

Frank Morgan is the global director of executive 

development and leadership at Dow Chemical in 

Midland, Michigan.

Jared should find out 
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Case Commentary

by Hubert Saint-Onge

What’s causing Jared’s problem, and how can he solve it?
Compunext’s approach to staffing is ad hoc
and reactive: Managers aren’t focused on de-
veloping talent, the whole organization is rife
with internal rivalry for the best people, and
executives seem to be paying more attention
to their own self-interest than to the organiza-
tion’s well-being. If this keeps up, word will
get out that you can only go so far inside Com-
punext before you have to move on to move
up.

It’s not surprising that Jared feels frustrated.
Compunext is doing a terrible job managing its
talent pool and needs to make some major sys-
temic changes in this area. We’ll get to those,
but first let’s look at how Jared contributes to
his own problems.

Jared manages people well up to a point.
He gives them opportunities for growth, and
he recognizes their achievements publicly. So
far, so good. But he’s not paying enough atten-
tion to their development needs. He doesn’t
seem to know where Stan wants to go with his
career or how satisfied he is with his job. Trust
seems to be another issue—why else would
Stan’s move come as a surprise to Jared?

Jared needs to understand that leadership is
not about meeting his own objectives without
regard for those who work with him. In private
discussions with team members, he should
focus on their development needs as much as
on their performance. He also needs to go pub-
lic with this shift in attitude so that his team
members will become convinced that their de-
velopment is truly one of his priorities.

Jared’s right: Hank should have called
him about recruiting Stan. But there’s defi-
nitely more happening here than a simple
lack of professional courtesy. The internal
competition for resources at Compunext ap-
pears to be more intense than the external
competition. Typically, such internal compe-
tition escalates to the point where each busi-
ness ends up creating obstacles to the free
flow of talent. That’s unfortunate, because
managers and their organizations will suffer,
costs will go up, retention will go down, and

profitability will be jeopardized. Compunext is
not in that much danger yet, but it looks
as though the company is headed in that
direction.

It’s tempting to fault individual players.
Why couldn’t Jared stay in better touch with
Stan? Why couldn’t Hank pick up the phone
and call? But the truth is, more fault lies with
the organization. The company is failing to ful-
fill one of its most basic responsibilities: identi-
fying and developing talent across the board.
An internal process that keeps everyone aware
of opportunities, and that makes career plan-
ning discussable, would benefit the company.
Stan’s internal move shows that there is a de
facto internal talent pool. Somebody needs to
pay attention to how it works and see that it
functions in the best interests of both the indi-
viduals and the organization as a whole.

As part of a broad leadership-planning pro-
gram, the business heads should meet on a reg-
ular basis to discuss growth opportunities for
promising leaders. Those opportunities should
ensure that future leaders are challenged for
three years. Why three years? People need
that much time to reshape a business and
to observe the effects of their decisions.
Eighteen-month assignments often hamper
development and may, in the end, destroy ca-
reers. A leadership-planning system would
provide Compunext’s employees with the
sense that they’re something more than pawns
in a battle between organizational warlords. It
would also help the company to develop its
next generation of leaders.

One final question: Where’s the CEO? The
most telling detail in this case may be his or
her absence. Compunext will never have
strong leadership within its ranks if the CEO
isn’t deeply involved. Without top-level atten-
tion to leadership development, Compunext
will see its performance decline precipitously.

Hubert Saint-Onge is the senior vice president of 

strategic capabilities for Clarica, one of Canada’s 

largest financial services companies.
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Case Commentary

by Charles H. King

What’s causing Jared’s problem, and how can he solve it?
Jared Gordan, like most turnaround special-
ists, brings a different mentality and style to
his work than other managers would. He
joined Compunext to perform a specific task,
and the case suggests that he’s done com-
mendably on most dimensions of that task. He
has effectively cut costs, reduced the work-
force, and made many tough choices that have
benefited the organization. However, like
most turnaround specialists, he is a tactician.
He is a quick study, makes on-the-spot deci-
sions, and is no doubt occasionally quick-
tempered and intolerant. Furthermore, he
probably lacks any significant talent for, or in-
terest in, mentoring the people in his division.

While skilled at day-to-day operations and
decision making, Jared has not developed a
strategy for keeping his best people happy. He
has successfully executed personnel cuts but
has failed to manage the people remaining
within his division. The occasional “atta-boys”
that he does offer—public recognition, din-
ners, and so forth—do not give people what
they really want and need, which is the oppor-
tunity for professional growth. Jared’s manage-
ment style does not inspire loyalty. In fact, this
is perhaps the key to the dilemma. Jared is a
manager, but not a leader. It is not surprising
that his staff is not devoted to him, given that
he probably isn’t a long-term player himself.
(Turnaround specialists rarely are.) He has un-
doubtedly communicated that reality to the
people around him, knowingly or otherwise. It
is, after all, difficult and often unwise to have
an allegiance to someone who is already half-
way out the door.

Jared views running a farm team—providing
quality talent for other parts of the organization—
as a negative. Here, too, his attitude betrays a
lack of strategic vision. Developing talent
within an organization can be a major career
boost for an ambitious executive. In fact,
Jared has done a very good job of developing
talent, though perhaps unwittingly. Were
Jared interested in a future at Compunext, he
would recognize the substantial contribu-
tion he’s already made to the corporation’s
future—and understand that others recognize
it, too.

Three things need to happen if there is to

be any chance of reconciling Jared’s needs with
those of the organization. First, to assess the
situation accurately, a senior representative
from the human resources department should
meet with the ten people who have left Jared’s
division. While many of these individuals
likely had exit interviews, they were probably
less than candid during these sessions. Follow-
up interviews six months to a year after a
departure—when the person has settled into a
new position—often produce a different and
far more accurate picture. The results may pro-
vide valuable information, both for Jared and
the corporation.

Second, Jared’s boss should explain to him
that developing talent is indeed a valuable con-
tribution to the corporation and one that is
highly regarded. This may not improve Jared’s
style or attitude, but I believe senior manage-
ment would be remiss if it did not do this. And
there is an outside chance that Jared might ac-
cept management’s logic and begin to take a
longer term view of his role and opportunities
within the organization.

Third, Jared should be encouraged to work
with the human resources team in an effort to
create more opportunities for growth within
his division.

I am optimistic that some of these sugges-
tions will yield positive results. Creating oppor-
tunities within Jared’s division and rewarding
him for a job well done are two very feasible
changes. But reversing Jared’s attitude and
modifying his managerial perspective and style
will be a daunting task.
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