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Question:  

Our HR team is exploring creative ways to move talent through the organization outside of the 

more traditional means of job posting and tailored efforts for specific individuals within 

succession lines or to address one-off developmental needs (both of which we currently do).    

 

We are looking to formalize a process where movement can happen more often and deliberately to 

help established employees gain new job experiences and expose them to different parts of the 

organization for their and the company's mutual benefit.  

 

Would you please answer the following for me?  If you also know of promising practices 

elsewhere, I would welcome your referral.  

 

1. Has your company developed and implemented a formal process(es) to move established 

employees through a variety of job experiences (e.g., rotations to new areas/functions, strategic 

task force placement, job trading, etc.)  

2. Please briefly describe how that process works, and  

a. Who is the target audience?    Is the program only for certain ranks or categories of 

employee (e.g., middle management, VP and above, high potential employees, etc.) 

and is it company-wide or does it have a focus only on specific areas (e.g., HR 

employees, Finance division, sales force, etc.) 

3. May I call you if needed to learn more? 
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COMPANY & 

CONTACT NAME 

COMMENTS 

EMC 

Yvette Adams 
1. Has your company developed and implemented a formal process(es) to 

move established employees through a variety of job experiences (e.g., 

rotations to new areas/functions, strategic task force placement, job 

trading, etc.)  

Not that our office is aware of – although there has been talk about this for 

a couple of years within various departments. 

 

Northern Trust 

Jeanne 

Ulatowski/Chandra 

Littooy 

1. Has your company developed and implemented a formal process(es) to 

move established employees through a variety of job experiences (e.g., 

rotations to new areas/functions, strategic task force placement, job 

trading, etc.)  

We have just implemented a high potential leadership development 

program that we are piloting this year.  It is an intensive, career 

management program where participants will remain in the program as 

long as they still meet the criteria.  We will create career maps for each 

participant (which includes positions within and outside of their current 

business unit) and then provide experiences, exposure and education to 



SUMMARY OF RT LISTSERV: EXPOSING TALENT TO NEW EXPERIENCES    June 2012 

 

2 

 

help close any gaps and accelerate their readiness to take on new positions. 

2. Please briefly describe how that process works, and    

a. Who is the target audience?  High potentials  

b. Is the program only for certain ranks or categories of employee 

(e.g., middle management, VP and above, high potential 

employees, etc.  

Yes, we are focused on three levels of management (lower middle, 

middle, and senior levels). 

c. Is it company-wide or does it have a focus only on specific areas 

(e.g., HR employees, Finance division, sales force, etc.)  

It is company wide and it will be customized to the individuals.  

The program will not look the same for any two employees. 

3. May I call you if needed to learn more?    

Yes, my number is 312.557.5177 (Chandra Littooy)  

 

Toyota 

Dawn Mugavero 

We do not have a program like this.   

 

 

Additional Resources: 

Presentation:  Effective Job Rotation Programs Development & Implementation, Dr. John Sullivan 

Intel offers 2-month fully paid sabbaticals to all full time employees after every seven years of 

service. They see a double benefit to this program: employees have time off to revitalize 

themselves, and other employees have an opportunity for cross-training when people are out on 

sabbaticals  

Info: http://www.shrm.org/Publications/hrmagazine/EditorialContent/2011/1211/Pages/1211tyler1.aspx  

Contact: Dana Vandecoevering, 

dana.vandecoevering@intel.com, 503-712-7827 

  

http://www.slideshare.net/drjohnsullivan/using-job-rotations-for-improving-development-and-retention
http://www.shrm.org/Publications/hrmagazine/EditorialContent/2011/1211/Pages/1211tyler1.aspx
mailto:dana.vandecoevering@intel.com

