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Why is Human Capital Important at AlliedBarton ?  

� Remarkable growth in a decentralized organization

� Company has doubled 4 times in 9 years

� Company has grown from 8,000 employees to over 
50,000 employees 

� Preparation for future growth  

People and Service are our Product…Our Business reli es 
on the actions of our people

Our Business must rely on Managers to be responsibl e 
and accountable for Operations, Service , P&L , and

Human Capital Management
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Human Capital Business Opportunity

� Reduce Account Manager Turnover

� Direct Impact on Client Satisfaction

� Customer Retention Impact

� Costs of Turnover include and vary at each level:

� Recruiting

� Training

� Compensation

� Severance pay

� Mistakes

� Lost opportunity  (Could lower customer retention r ate)

� Potentially lessens service delivery
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Solution

� Impact Turnover by Focusing on Employee 
Engagement 

� Top Down Deployment 
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Our People Pipeline
My 

Development
is clear

What is my 
next job ?
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Engagement & Retention are Linked
� Identify who your strong performers are

� Look out for signs of potential departure

� Have a re-recruitment conversation

� Use levers of engagement actively

Towers Perrin, n= 40,000
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55%
45% Loss!

75%
25% Loss!

100%

122%
22% Gain!

On-the-job
Performance

When Mgrs. take action... they 
can get about 1-in-10 to 
“Engaged”

· Only works when they have to, they really want to be doing something else
· Results are NOT meeting the standard
· Has a “We”—“They” perspective 
· Negative about the organization, as well as in their interactions with coworkers 

and customers

Level 1
Disengaged

When Mgrs. take action... they 
can get about 1-in-2 to increase 
to “Engaged”

· Selective about where they put their energy
· Spends a lot of time doing things that are not helping customers or the 

organization
· Delivers when they have to, or when you are watching
· Does what it takes to get by
· A “Master” at distracting others

Level 2
Somewhat
Engaged

When Mgrs. take action... they 
can get about 1-in-5 to increase 
up to “Fully Engaged”

· Focused on their deliverables, project, and individual responsibilities  
· Delivers good, solid performance
· Always does their fair share of work
· Works well with others and will help out when asked

Level 3
Engaged

When Mgrs. take action... they 
can keep about 100% “Fully 
Engaged”

· Passionate about their work and the organization  
· Will do what ever it takes to deliver results
· Feels like a true owner
· Delivers consistent, high quality results is their trademark  
· Finds innovative solutions to the toughest problems
· Seen as a role model and leader

Level 4
Fully

Engaged

TAKE ACTION... Increase 
engagement level�����������	�
�����
������������������
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Engagement Level Descriptions
Center for Talent Retention © 2000 - 2007

Employee Engagement: The productive use of one’s talents, ideas, and energy.  
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Desired Business Result

� Lower Account Manager Turnover to 20%

� Increase Client Retention

� Increase Security Officer Retention 
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Mission Possible: AlliedBarton BootCamp
Mission Possible: Allied Barton Leadership 
BootCamp was designed to begin a culture shift 
on how we view and lead employees. To make 
the culture shift we must make the necessary 
changes in three critical areas:

� Skills (new capabilities required to lead people)

� Time applications (change the way we spend our 
time...more time with our people)

� Work values (what people believe is important 
and so becomes the focus of their efforts).
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BootCamp Leadership Process
� On-ramp Preparation (6 weeks)

*  360 Leadership analysis w personal coaching 

*  “virtual reality” leadership movie 

* Two leadership Engagement assessments were taken . 

* Ten hours to complete.

� Residential (3 ½ days)

* Three-and-one-half-day residential program 

� On-the-Job Application (16 weeks)

*  Key activities include follow-up meetings with direct reports, implementing a 
plan to engage employees, and completing the multi-rater survey a second time 
to measure progress and improvement.  

* Follow up automation process 

* The third stage takes place during the next four months on-the-job.
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AM Retention and Customer Retention
ABSS Overall
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Accountability Levers: 
How we will increase accountability for talent results.

� Job Expectation Lever Managers need to take action to impact talent results... 
This is a job requirement – To manage here – you must build it into the way you 
lead your team. (Performance Reviews) 

� Performance Level Lever Achieving our top “Performance Level” requires you 
to DO the talent actions and ACHIEVE the following talent results 

� Career Advancement Lever If you want to advance in this organization... Deliver 
talent results.  Our “High Potentials” show a track record of delivering talent 
results 

� Talent Take Action Lever Managers share what they DID and the IMPACT 
created... I perform because I want to earn respect from peers and employees.
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We will only be great if we have great employees .

We will only have great employees 
if they are engaged.

We will only have engaged employees 
if we have great managers.

We can only have great 
managers if our managers have 

field-tested processes and tools 
to manage by.

Finally…………


