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Retaining talent within an organisation involves the right environment, an inclusive 
culture, and a platform that not only engages talent, but also encourages pushing limits 
to peak potential.

While this may sound simple and straightforward, this is a collective effort and requires 
everyone to chip in 100% to ensure that the environment and culture are conducive to 
retention. The good news is, if you cross that hurdle and get it right, chances are that you 
will be able to manage it from there.
 
The cost of losing talent will impact productivity, leading to financial impact, not to 
mention the loss of tacit knowledge and expertise. In fact, the Society for Human 
Resource Management (SHRM) estimates the average replacement cost of a salaried 
employee to be six to nine months’ salary.

Many organisations do not have a system in place to track exit costs from recruiting to 
training, impact to the customer, and administrative costs, as this requires all 
departments to work together to provide data and have a framework to collect and 
analyze. So the true cost is not commonly known.

We will never have a permanent hold on talent owing to two factors:  externally, the offer 
of a better opportunity/benefits, and internally, the relationship/environment within the 
organisation which may drive the employee to look elsewhere for appreciation, 
recognition and growth. 

While there isn’t a magic wand solution, this month’s issue focuses on understanding 
that every individual employee is unique and needs to be managed carefully. It also 
touches on what organisations can do to mitigate attrition by creating the right 
environment and minimizing the need for the talent within your organization to look 
elsewhere.

Happy retention!

Anton

EDITORIAL
ANTON THAYALAN
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- be cold hearted in seeing 
performance for performance - and 
potential for potential : many blur this to 
their own detriment.  

When you are deciding who is WORTH 
retaining, be crystal clear that your 
measurement instruments are not 
faulty…

NEVER make the mistake of overlooking 
your solid performers who are ‘rough 
around the edges’ either.  They are the 
bulwark of your company - and losing 
them means your overall organisational 
performance will drop like a plane 
without a  propeller !

Rather than going through the conventional rigmarole of how to retain your best 
talent by giving them a REASON to stay that goes beyond the pay check  (which we 
discussed at length in our last edition), I thought of taking a slightly different - and 
possibly controversial outlook to the rather important aspect of retaining people…

#1 : FIRST OF ALL - DECIDE WHO IS 
WORTH RETAINING…

See…. Not ALL employees are worth 
retaining - honestly.  Some are brilliant 
at what they do - but cannot grow; 
some have the potential but don’t 
perform;  some are just mediocre - only 
a handful are actually worth ‘bending 
backwards over’ to keep.  So, first of all, 
DECIDE who is ‘worth it’ and who is not.  
Your organisational retention plans 
cannot ever be successful if you make it 
something that is ‘common to all’.

There are those who have all the 
potential - and all the swagger - but just 
don’t perform !  Remember, POTENTIAL 
alone is never enough - 

WANT TO LEAVE ?  LEAVE !
By Vidusha Nathavitharana



#2: CUSTOMISE WHAT YOU OFFER 
FOR THOSE WHO DESERVE IT

YES - equity IS important: but if you are 
serious about retaining talent - then, as 
one of my dear friends used to say ‘you 
need to be willing to move mountains.’  
The standard reward and recognition 
‘carrots’ don’t work on TOP TALENT - 
they only work on the average 
population.  Top Performers and Top 
Potential KNOW they are just that - and 
are not willing to sit around waiting for 
the coming of the second Messiah…. 
They want their ‘due’ NOW.  If you are 
not willing to oblige - they will merely 
find it elsewhere - and chances are 
these are the very people who will be 
headhunted.  So, you need to give them 
something SOOOO GOOOOD that even if 
your competition WANTS to nick them - 
they just won’t be able to!  

Now here is where #1 comes in.  Unless 
you have a different ‘pot’ to reward TOP 
TALENT and a different ‘pot’ for all 
others - this can never be done!

# 3 : Don’t keep people back once they 
have decided to go…

Too many times, we look at retention 
only when people submit their 
resignations…. Then, it is honestly too 
late.  NEVER make the mistake of trying 
to woo them back - because this sets a 
precedent and ‘submitting the 
resignation’ becomes a ‘negotiation’ - 
and this is a dangerous flirtation with a 
mistress you can’t afford to keep…. See 
: ‘threatening to leave’ to be used as a 
bargaining chip is never something you 
must tolerate…IF someone offers a 
resignation - take it - let the person 
go - but…

A. Ask yourself - how come you never 
knew that the person was considering 
leaving ?  Why hadn’t the ‘radar’ been 
on?

B. WHY did they START TO THINK 
ABOUT leaving - and why have they not 
reached out to you - HR or any other 
senior ?  What does that say about your 
leadership - and your HR culture ?

C. WHAT are the others offering that you 
are not - What did they find so enticing ?

Ask these hard questions - and put 
your processes, culture and HR 
practices right…

Retaining people is a cost - and there 
must be return to it.  Most organisations 
make the horrible mistake of looking at 
one statistic - and not the other…. Many, 
many - too many HR departments look 
at ‘employee turnover’ as a percentage 
of the overall population - and pat 
themselves on the back when that 
number comes down - but, as they 
say - there are lies, damn lies and 
statistics - so, be wary…. See : the 80:20 
rule applies to top talent too - it is a 
minority - never a majority.  Now, your 
turnover rate might be just 4% - but they 
can ALL be your BEST.  On the other 
hand, your competitors might be losing 
8% but all of them might be their 
WORST - who is better off ?

Don’t look at retention as a statistic - it 
isn’t - it’s actually much deeper science 
and a finer art than is over simplistically 
looked at as a number…

So, if people want to leave - let them - 
make that an opportunity to bring in 
much better talent - and this time - be 
wise enough to put in place the 
systems, processes, culture and 
rewards that will never get them  
thinking of leaving, ever….
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Angela is the co-founder of LeedHR and the 
National President of the not-for profit Lean 
In Canada organization, she also Chairs the 
Executive Impact committee for the Human 
Resources Professional 
Association, Toronto. 

Her company, LeedHR which is a 
leadership development firm (assessment, 
training and team coaching) believes that 

the single most impactful way of increasing employee engagement within an 
organization is by helping leaders develop the fundamentals of emotional 
intelligence skills. 

Angela and her firm are linked by their belief that emotional intelligence skills are, 
more than ever, essential for empowering leaders to successfully lead teams and 
organizations in today’s business environment. Their belief is supported by their 
own personal journey of leading and being led by leaders with high and low 
emotional intelligence.  Moreover, the World Economic Forum has identified, in its 
2018 Future of Job report, emotional intelligence as being one of the top skills 
required by 2022.

Our mission is to help leaders lead with better human skills. Consequently, allowing 
their organizations to benefit from a better leadership culture that leads to increased 
employee engagement and productivity. 

Website: www.leedhr.com
LinkedIn: https://www.linkedin.com/in/angelapayneleedhr/
LinkedIn LeedHR: https://www.linkedin.com/company/leedhr/?viewAsMember=true
Twitter: https://twitter.com/HrLeed



‘‘People will forget what you said, 
people will forget what you did but 
people will never forget how you 
made them feel.”

Some of you may know this quote made 
famous by Maya Angelou and nod in 
agreement whenever you hear it. At its core, 
it is about having an impact. 

Let’s consider this in the context of 
retaining talent in your organization.  Let’s 
explore the reasons behind why talent 
leaves your organization in favour of 
another.  Research shows that people leave 
their job for several reasons.  Among the 
most common are that they want more 
meaningful work, they want a better 
relationship with their direct manager or 
leader, they want better compensation, and 
they want to feel appreciated. 

While I certainly do not lay all the blame at 
the feet of the leader, the leader does play a 
critical role in helping to address the 
reasons outlined.  We can take this even 
one step further to say that leaders have a 
responsibility to create the environment 
where people thrive, an environment where 
the employee can become the best version 
of themself.

Leaders have the power to help employees 
‘feel’ engaged in their organization, and 
when this happens, it is primarily because 
of the employee being ‘seen’ and ‘heard’. 
As a team member, who would not want 
this type of support?

Let’s look at the definition of Emotional 
Intelligence as set out by Dr Stein and his 
team at Multi- Health Systems Inc. (MHS).

RETAIN TOP
TALENT:
HOW AN
EMOTIONALLY
INTELLIGENT
LEADER MAKES
A DIFFERENCE
By Angela Payne



“Emotional Intelligence (EI) is a set 
of emotional and social skills that 
influence the way we perceive and 
express ourselves, develop and 
maintain social relationships, 
cope with challenges, and use 
emotional information in an 
effective and meaningful way.”

This exemplifies the fact that leaders 
need to have a high level of emotional 
and social fluency in order to success-
fully navigate the rough waters of talent 
management.  The strongest drivers of 
talent retention are the methods by 
which leaders manage their emotions 
and how they make others feel.

In this discussion I will make the case 
for how emotionally intelligent leaders 
can have the impact they need to keep 
their company’s best talent engaged 
and productive.  I encourage you to use 
the reflection questions located in 
different parts of the article to think 
about A) your presence and B) how your 
actions are being perceived by your 
team. 

Opportunity #1 - Authenticity  

“Know thyself!” gets to the heart of 
being authentic as a leader.  This now 
modern-day perspective is attributed to 
Bill George in his book Authentic 
Leadership.   While many would 
recognize that authentic leaders need 
to be self-aware and genuine, these 
traits alone will not have your team 
staying with you.  Within the EQ-i2.0 
Model of Emotional Intelligence there 
are three important competencies: 
Self-Regard, Self-Actualization, and 
Emotional Self-Awareness that when 
applied to your leadership style and 
when used in balance, allow you to 

see yourself for who you really are and 
have the confidence to showcase it to 
your team.  You can show your vulnera-
bility without being concerned about 
perceived weakness.  You can dismiss 
the idea that showing emotions to your 
team makes you ‘soft’.  In fact, it makes 
you human.  Your team is also human 
and their desire to be led, by a leader 
whom they respect, will result in 
increased faith in you and greater 
commitment to the organization. 
 
Reflection: 
Do you provide opportunity for your 
team to give you feedback? Can you 
openly share your hopes and your 
worries to create alignment and 
common goals? 
 

Opportunity #2 - Relationships  

Developing and maintaining mutually 
satisfying relationships underpinned by 
trust and compassion, are critical skills 
a leader must continuously cultivate in 
order for their team to have a sense of 
belonging.  Humans have an innate 
need to connect and with most people 
spending more than one third of their 
lifetime at work; it means that the 
strength of a relationship really matters.   

Through my leadership work and in my 
own company’s workshops, we ask 
participants to think about their best 
leader, to visualize that person and to 
list all the words that come to mind.  
Almost always, the descriptors focus on 
how the leader makes them feel. 
Phrases like ‘they care about me’, ‘they 
listen’, and ‘they believe in me’.  
In a world of high stress levels, 
underappreciation, and low levels of 
listening across corporations, the 
person who can lead with their mind 
and their heart has a distinct and real 
advantage.



By Tatum De Souza

Brene Brown, a professor at the 
University of Houston Graduate College 
of Social Work, who specializes in 
human and social connection, once 
said, “A deep sense of love and 
belonging is an irresistible need of all 
people. We are biologically, cognitively, 
physically, and spiritually wired to love, 
to be loved, and to belong.” 

This speaks to the idea that when 
leaders show responsibility for the 
welfare of their team, they enable an 
employee to feel support and guidance.  
This support and guidance creates a 
sense of belonging that greatly 
improves a person’s capacity for work 
satisfaction.  The result can be 
characterized by a team member 
saying, “I have found my people.”

Knowing their team on a personal level, 
and showing them empathy, can help a 
leader motivate and inspire their team 
toward challenging and exciting goals 
to ultimately unlock each individual’s 
potential.  The most successful leaders 
develop their employees, and in doing 
so, create the loyalty needed to 
maintain a productive team. 

Reflection: 
Are you vigilant of others’ reactions, 
both verbal and nonverbal? 
Do you need to ask another question? 
Do you seek to understand? Or to 
respond? 
What have you done to earn the trust of 
your team?

Opportunity #3 - Clarity of Purpose 

An organization needs to define its 
purpose for everyone.  The leader needs 
to help their team connect with that 
purpose so that they can have 
meaningful contribution.  Employees 
across thousands of studies cite

wanting to have a positive impact on 
the world.  They want to be connected 
to an organization that is making a 
difference, one that gives them a sense 
of meaning, one that elicits their 
support.   

Having a strong leader who has the 
emotional intelligence to use their 
expression to both verbally and 
non-verbally articulate that purpose is 
crucial as it acts as a link between the 
organization and the employee.  On its 
own this does not guarantee success.   
There still exists a need for a clear and 
compelling story to tie each piece of the 
puzzle together in order to propel the 
organization forward. When an 
employee can actualize this, they can 
be better.  More importantly, they will do 
better.  

Reflection: 
Is there clarity of purpose, strategy, and 
responsibility in your team? 
Do you regularly promote the growth 
and achievement of your employees? 

As we wrap up our discussion on this 
interesting topic, we see that there is no 
one magical answer to retaining a com-
pany’s top talent. People are complex 
and beautifully unique.  If organizations 
can invest in and feverishly support 
highly emotionally intelligent leaders 
who leverage authenticity, relation-
ships, and clarity of purpose to their 
fullest, the odds of engaging and grow-
ing the loyalty of your employees is 
much greater on your pathway to suc-
cess. 
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Sarinda Unamboowe is the CEO of MAS 
Kreeda and a member of the MAS 
Apparel board. Prior to this he was a 
banker, stockbroker and headed a 
supermarket chain.  

He is a committed conservationist and 
champion of environmental 
sustainability and sits on MAS’s 
sustainability steering committee. 

A committed change agent, he has 
been one of the driving forces behind 
the ‘Work from Anywhere’ initiatives at 
MAS and a strong advocate of flexible 
work policies and empowering women 
in leadership roles. 

Sarinda has walked the length of Sri 
Lanka twice and ridden a bicycle 
around Sri Lanka four times to raise 
money for two separate charities he 
co-founded, TRAIL and Wheels for 
Wheels. 

He is a published wildlife photographer 
and is passionate about physical 
fitness and believes a healthy, active 
body is key to a healthy, creative mind. 



There IS a war for talent: what do you do to 
entice the best to remain within the 
organisation?

In a competitive work environment, one will 
always face competition for good talent. 
There is the obvious effort towards talent 
retention which is a great remuneration 
package where they are paid their worth. 

“Ultimately, people don’t stay on in their 
work environment because of how much 
they are being paid, Good People get Good 
Pay wherever they go.”

A 10 -15% increment in salary could entice 
some people to consider and accept a 
change. However, by and large, good talent 
is attracted to and retained by:

• being valued and appreciated by the 
organization

• challenged and motivated by the work 
they do, and

•  being able to draw inspiration, and trust 
the Leadership of the company.

No formula exists: there is no single factor 
that contributes to retention.

There are people who are indeed ‘Special’; 
and this is not only limited to their talent 
and job performance: but because they 
embody a combination of several skills 
which they bring with them to the 
workplace: 

 “I like to call them Catalyst Players [and 
these are individuals] who inspire people all 
around them to perform at exceptional 
levels.”

AN INTERVIEW
WITH SARINDA
UNAMBOOWE
By Tatum De Souza

"HOW FAR WOULD
YOU GO TO RETAIN
YOUR BEST
TALENT..."



‘Catalyst Players’ need to be identified, 
nurtured, relationships built with, and 
motivated,  so that their energy does not 
wane. This calls for deft and adept 
management skills at senior 
management level in an organization.

“I consider motivating and talking to 
and getting the best people we have 
energized and excited about the journey 
ahead : a BIG part of what I do.”

Catalyst Players also need to see, that 
the organization they are a part of, is 
progressing. They need to feel and see 
that the organization is moving - 
forward. Granted, this is particularly 
difficult in the current pandemic 
induced environment. Currently, most 
organizations have: “Put their shutters 
up, and are in hibernation mode, hoping 
to wake up to better times where the 
world is a better place.”  

Seize this time to look inwards, 
retrospect and ‘get your house in 
order’ as they say and leverage the 
organization in a way that you are ready 
to spring into action, no matter what the 
future brings. 

“It’s about creating an exciting and 
rewarding environment and ensuring 
that people feel valued.”

When people leave,  they take their tacit 
knowledge with them. How do you 
retain tacit knowledge?

People leaving an organization, is to be 
expected and is a part of the HR 
ecosystem. Perhaps in the era of a 
generation gone by, you would 
encounter tenured staff with long work 
horizons: To grow in, grow with an 
organization. This is now very much a 
notion that belongs in the past. 

The employee of this generation is 
always on the lookout for a better deal, 
a more exciting work environment, or a 
change in environment. 

The best way to address this is to create 
several levels of depth. It would be poor 
planning to have only a senior who 
knows a process  end-to-end and all 
the nitty-gritty of getting a task done or 
holding the entirety of tacit knowledge 
as referred to. This cannot lie with one 
individual; it has to lie within a team 
amongst several members. 

“ The bench strength has to be pretty 
strong: you have to have an A team who 
is on the field, a B team on the bench 
and a C team in the waiting room, ready 
to come  onto the bench.”

There is constant training and 
upskilling of employees to ensure they 
can step  into and perform in the next 
level role. Experience has proven time 
and time again: that the “Super Stars” 
whom you expect would destabilize the 
organisation, if they were to leave, 
are easily  replaceable. There are 
employees willing and ready to take on 
the role when it arises and can perform 
at that high level or sometimes even 
better.

While admittedly,  if some were to leave, 
they would leave in their wake, 
disappointment. This is because of the 
faith we have in their ability and 
confidence in their potential and proven 
track record. Additionally, training is 
always a pain area. However, this too 
must be expected, and there should be 
no  paranoia over it: “I wouldn’t lose 
sleep over it!”



There is a huge investment in 
developing people: even when they 
leave in droves, MAS keeps investing: 
why?

It is all down to the constant need for 
improvement. Drawing a parallel 
between an automobile and 
organization: you will find that 
periodically you need to upgrade and 
maintain. You have to change tires, 
change oil, change batteries…and keep 
the vehicle service up to date. The same 
is true in an organization. 

Hypothetically, even if people were not 
to leave, you would be constantly 
training and upskilling them for the 
overall function of the organization; so 
training MUST continue.

There is always the instance where a 
manager leaves and subordinates tend 
to follow. But here is the flip side of this:

“If you have been a senior leader in a 
position for 10-15 years or more, and 
when you leave, if you don’t have 10 
people following you…then perhaps you 
must have been a pretty crappy 
leader…,” states Sarinda mater-of-
factly.

It is a reality; people will leave 
organizations. Whether 10 people leave 
or 100 people leave this should have no 
bearing or impact on a training 
schedule. A training calendar is a 
function an organization should carry 
out regardless of attrition; and it ties in 
with continuity as well.

“Train the people you have and make 
them the best that they can be.”

They say people leave the ‘boss’ not the 
organization: if so, what are leaders 
supposed to do to retain their best?

Cliché…yes, indeed. Leaders on the 
other hand should strive to create an 
environment conducive for their 
employees. Leadership is responsibility. 
These are some of the foundations 
Sarinda perceives play a role in doing 
so:

Trust: Trust is multifaceted; you have to 
trust a person’s leadership skills, trust a 
person’s strategy, and trust them as a 
human being. A leader takes on the role 
of being a protector and mentor.

Transparency, Openness and 
Vulnerability: Leaders should not try to 
be what they are not and portray a fake 
persona. Leaders should be willing to 
own up to not knowing it all and have 
the ability to reach out to their team, get 
their opinions and involve them in the 
decision making process : the sense of 
belonging is created. 

“At the end of the day, humans are 
emotional creatures, and we need 
to feel that we are bound to our 
leadership.” 

Imagine having to work for a leader you 
do not trust and have the most amount 
of conflict with? It is a hard place to be 
at. 

“Look at your employees as emotional 
beings that need more than JUST a 
paycheck!”



Takeaways and learnings from real life instances…

When you are dealing with talented individuals in an organization, speaking of the 
‘Catalyst Players’, who rally round the ornganization and how they fit into the 
organizational culture, is far more important than the technical ability they possess. 
Having a brilliant performer who is an organisational cultural misfit can potentially 
spell disaster and needs to be dealt with swiftly. However, when retaining ‘Catalyst 
Players’, we must:

• Stop looking at them as a part of the larger organization, 
• Close the rule book’ and 
• Resort to creativity and flexibility.

 Sarinda has been working on a flexible work hour & work from home policy for over 
10 years and has successfully implemented this  at several junctures. This policy 
was developed because one of the employees was struggling to balance work and 
home life owing to several personal issues: young children, combined with a 
medical issue meant that the 3-hour commute daily was almost impossible. She 
was offered the option to work from home or a different location.

While, it’s unfair to hold a person back if they are offered a paycheck twice the 
current amount, without offering  false promises, you should always venture to see 
if there are other aspects that are bothering them, that you can fix. Be it the work 
environment, a leader they don’t see eye to eye with, the location or timing: if you 
can offer flexibility, then do it. 

 “Get creative and view them as an individual.”

And in closing:
“If an organisation is to truly thrive, trust your people, empower your people and give 
them space to work!”



1. Exceptional Talent: How to attract, acquire and retain the 
very best employees, 1st Edition by Mervyn Dinnen and 
Matt Alder 

This book examines how changes in technology, 
communication and employee preferences are impacting 
the talent journey.  While examining these aspects, this 
book also offers practical advice on how to recruit people 
effectively, and offers strategies on how to meet the needs 
of business today and prepare for the challenges in the 
future. 

2. Managing to Make a Difference: How to Engage, Retain, & 
Develop Talent for Maximum Performance By Larry 
Sternberg and Kim Turnage 

Most organizations expect their mid-level managers to 
attract, engage and retain talent while juggling everyday 
duties and maintaining a high-performing team. How do 
you do this? This book offers tools and techniques as well 
as a strategy for high performing teams. 

3. Best Practices in Talent Management: How the World’s 
Leading Corporations Manage, Develop and Retain Top 
Talent by Marshall Goldsmith and Louis Carter

With up-to-date thinking, tools, instruments and case 
studies, this book is all about how to identify, lead and 
manage talent within your organization.  For anyone trying 
to cope with the most critical challenge in today’s 
world- talent management; this book is a must read. 

BOOK RECOMENDATIONS
By Wise Owl



1. Hardly Working Podcast 

Attracting talent is only one aspect; you need to be able to 
retain talent as well. This podcast explores the role culture 
plays in retaining that talent. Click here to listen to the 
podcast. 

https://podcasts.google.com/feed/aHR0cHM6Ly9hbm-
Nob3IuZm0vcy8xZDU3OTE1NC9wb2RjYXN0L3Jzcw/episo
de/MDAxYmY3YzgtZGU4Ni00NTcxLWIwMzItMmM1NDdh
MGYyM2Vh?hl=en-LK&ved=2ahUKEwiLoLCt6pLtAhWZzjgG
HZ47A28QjrkEegQIBBAI&ep=6

INTERESITING VIDEOS

2. Attracting and Retaining Talent by Chad Koptizke 

In this episode, Chad Kopitzke discusses the challenges of 
tracking, motivating and retaining talent and retaining best 
talent in today’s market. Kopitzke’s advice to organizations 
is to simply ask themselves: “Do you know what you’re 
promising”? and what makes you different and better than 
your competitors?” How does answering these questions 
offer the ability to both attract and retain talent? Click the 
link to find out more.

https://aiacommunity.com/podcast/attracting-retain-
ing-talent

3. How to Hire and Retain the Best Talent, with Susie Japs

In this Podcast, Suzy Japs the managing director at 
"Wejungo" not only talks about how to retain the best talent 
but also on how to hire the best talent.  Listen via the link.

https://podcasts.google.com/feed/aHR0cHM6Ly9vb-
W55LmZ-
tL3Nob3dzL3Bvd2VyLXBvZGNhc3RzL3BsYXlsaXN0cy90a
GUtYmVzdC1vZi1wb3dlci16b25lLnJzcw/episode/M2M1NT
AyNjYtMjY4YS00MjcyLWIzODUtYWMzOTAwMDYzMzQy?hl
=en-LK&ved=2ahUKEwiLoLCt6pLtAhWZzjgGHZ47A28QjrkE
egQIBBAR&ep=6

https://podcasts.google.com/feed/aHR0cHM6Ly9hbmNob3IuZm0vcy8xZDU3OTE1NC9wb2RjYXN0L3Jzcw/episode/MDAxYmY3YzgtZGU4Ni00NTcxLWIwMzItMmM1NDdhMGYyM2Vh?hl=en-LK&ved=2ahUKEwiLoLCt6pLtAhWZzjgGHZ47A28QjrkEegQIBBAI&ep=6
https://aiacommunity.com/podcast/attracting-retaining-talent
https://podcasts.google.com/feed/aHR0cHM6Ly9mZWVkcy5idXp6c3Byb3V0LmNvbS8xMjA2MTE2LnJzcw/episode/QnV6enNwcm91dC01MDM0MTk0?hl=en-LK&ved=2ahUKEwjY8_W84bntAhVZxzgGHfu4DHMQjrkEegQIBBAU&ep=6


SNIPPETS
1. Catherine Dulude believes that a company’s success is rooted 
in employee talent; and therefore, it is important that your best 
talent is retained. How do you do this? Catherine Dulude offers six 
secrets:  understanding  individuality in order to retain top talent;  
communicating openly and honestly; realizing that past 
performance is no guarantee of future performance;  retaining top 
talent and focusing on managers; recognizing good work and 
rewarding it; and  relying on the team to retain top talent. To find 
out more here’s the link. 

2. An important aspect of retaining talent is to create a workplace 
that attracts talent.  Cecilia Amdor de San José   offers her tips on 
how to create an environment that attracts and retains talent. She 
believes that creating the right workplace isn’t a one-time job, but 
rather an ongoing effort that needs constant change based on the 
demands of workers.  Access the link below to find  out the four 
ways to create that perfect workplace. 

3. During times of uncertainty is there a way in which we can 
retain talent? Of course! Every problem always has a solution! 
Stefani Lanteri offers a solution to the problems of how we can 
retain talent while working remotely, through research conducted 
during the COVID-19 pandemic. 

https://atmanco.com/blog/hcm/6-secrets-retaining-top-tal-
ent/

https://allwork.space/2020/01/how-to-create-a-work-
place-environment-that-attracts-and-retains-talent/

https://blog.globalwebindex.com/marketing/retaining-tal-
ent-in-uncertain-times/

https://atmanco.com/blog/hcm/6-secrets-retaining-top-talent/
https://allwork.space/2020/01/how-to-create-a-workplace-environment-that-attracts-and-retains-talent/
https://blog.globalwebindex.com/marketing/retaining-talent-in-uncertain-times/


4. Jeff Murphy writes about 18 practical ways in which employees
can be retained. These tips have been obtained through case 
studies of organizations and companies, such as Netflix, Whole 
Foods,  Clif Bar & Company,  Scopely, Big Spaceship, Amazon and 
Hyatt hotels. To read these seven case studies, here’s the link! 

5. In the late 1950s, Frederick Herzberg, who is considered to be
the pioneer of motivation, through interviews with a group of 
employees, was able to identify what made certain employees feel 
satisfied but others dissatisfied. He asked the participants to 
think about two situations: 1. Think about a time you felt good 
about your job and why you felt that way 2. Think of a time when 
you felt bad about your job and why you felt that way 
From these interviews, Herzberg developed a theory which 
pres-ents two dimensions on job satisfaction. The two factors 
being motivation and hygiene.  How can this theory be applied in 
em-ployee retention? Find out by clicking the link below. 

https://snacknation.com/blog/how-to-retain-employees/

https://www.aafp.org/fpm/1999/1000/p26.html

https://snacknation.com/blog/how-to-retain-employees/
https://www.aafp.org/fpm/1999/1000/p26.html


PERSPECTIVES
CONT R I BU TO R S

Contact us
+94 77 22 666 22  / +94 70 40 666 66
anton@luminarylearningsolutions.com

Powered By :

ANTON THAYALAN
Anton is a multi-faceted professional with over two decades of hands on experience in process 
improvement, change management and strategic management. As the former AVP at HSBC DPL 
Anton won accolades for his superlative work there: and won the prestigious HSBC Group Service – 
Global Talent Management Member two years in a row. Anton currently works as a consultant 
focusing on efficiency and productivity improvement and process optimization for local and regional 
Clients.

SHAAKYA NATHAVITHARANA AKA THE WISE OWL
Shaakya is a full-time student reading for her Bachelors in Psycology.  She is a budding writer and 
blogger. She was placed in three national speaking competitions; she is an active member of the 
Kandy Toast Masters Club.

VIDUSHA NATHAVITHARANA
Vidusha is currently the Destiny Architect at High5 Consultancy and Training and also the 
organization’s founder member.  His areas of expertise lie in strategy facilitation, HR strategy 
development and Leadership Training. He has conducted assignments in 15 countries regionally and 
consulted for the World Bank, the UN as well as some of the top corporates in Sri Lanka and the 
Region. He is also a member of the board of directors for Chrysalis, a social enterprise working to 
empower women and youth by fostering inclusive growth in Sri Lanka and elsewhere.

ANGELA PAYNE
Angela is the co-founder of LeedHR and the National President of the not-for profit, Lean In Canada 
organization, she also Chairs the Executive Impact committee for the Human Resources Professional 
Association, Toronto.  Her company, LeedHR which is a leadership development firm (assessment, 
training and team coaching) believes that the single most impactful way of increasing employee 
engagement within an organization is by helping leaders develop the fundamentals of emotional 
intelligence skills. 

Tatum started her career in the banking sector, working both Locally and Internationally, culminating 
as a Corporate Relationship Manager. Her 18-year career includes exposure in the areas of Sales and 
Marketing, Content Creation, Creative Writing, HR, Event Management & Social Media Management, 
covering industries such as Hospitality, Telco, Recruitment and Education.

TATUM DE SOUZA

NELOMA WIJESINGHE
Neloma Wijesinghe, an educator in English for over three decades, at both secondary and tertiary 
levels, has her roots in the corporate/development sectors.  Her tenures with Wesptac Banking 
Corporation (Australia), United States Agency for International Development (USAID) and the 
International Water Management Institute (IWMI) gained her international exposure while her quality 
of work earned her awards of excellence.  She is a graduate of the University of Peradeniya with an 
honours degree in Sociology.
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