STATEMENT

“The pool of intellectual capital in the sector must be improved by focusing on attracting new entrants and continually investing in the skills development and training of existing and new black professionals and managers” .

Financial Charter – October 2003

Issue 1.
In the main, Insurance is not rocket science.

· Skills in insurance perse  have historically not been a barrier to entry into the industry - we generally ended up here due to “sudden and unforeseen” circumstances.

· They should not be a barrier now that we are transforming.

· We should be looking at the potential in people as the entry requirement.

Issue 2.
The raw material is available …

· The “raw material” exists in the form of black graduates who are presently unemployed or under-employed.

· All they need is the opportunity we all had to get through the door and learn on the job.

· This excludes generic professions like finance, law, human resources etc…where black candidates can still be found.

Issue 3.
Industry Executive resolve now called for …

· We need the resolve from the Executive floors of the industry to drive the recruitment and RETENTION of the black professionals.

· An internal Affirmative Environment is essential as well as mentoring – we all had our “godfathers”.

· Without this resolve, the Charter will remain a Charter.  Its now about implementation.

Issue 4.
Professionalism in the Industry

· Opening up opportunities, need not be accompanied by a drop in standards.

· If we are to be an employer of choice, we must offer career prospects and professional qualifications that are accepted worldwide and sought after by employees.

· The challenge is for the training and development service providers to produce this quality product   -  a well qualified (academically) person with a professional qualification in addition.

Issue 5.
What to do?  I would…..!

· Target black and female University Graduates and have them as fast track trainees on the job.


· Identify internal black and female candidates who show potential for fast tracking – blackness is not enough.


· As part of the deal, make them go through professional training (its their investment and increases switching costs – eg. Associateship equivalent).


· By Executive decree, performance contracts of managers should feature progress on EE achievement  -  that is where implementation takes place.


· Audit  internal HR practices to ensure an affirmative environment.

· Your recruitment process (who are your recruiting agents – do they have access to black candidates).


· Your mentorship programme – are your mentors ready for cross cultural mentorship?.


· Performance Management : don’t expect any lesser delivery from your fast track candidates  -  nothing is more demotivating.

