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1. NEWCREST MINING LIMITED - CAPABILITY APPROACH TO IT

Source: Australian Financial Review, October 2017.

Summary

A couple of years ago, ASX listed business, Newcrest Mining Limited was forced to overhaul its IT
strategy in an attempt to combat rising operating costs and falling mineral prices.

Description

Incoming CIO of Newcrest Mining Limited, Gavin Wood, took a different approach to many
technology leaders and rather than focusing on projects, he focused on building up set capabilities
within Newcrest. The key focus was creating a set of reusable digital capabilities around advanced
analytics, cognitive intelligence, cloud-based services and, over time, Gavin and his team matured
those to a point where they became business outcome capabilities as opposed to merely
technology capabilities. Newcrest now has 120 data science models in operation across the
business and it uses predictive artificial intelligence to reveal when equipment will fail ahead of time
and to generate more "recovery" (more gold) from each tonne of ore.

After an eight-month pilot, Newcrest launched the Newcrest Crowd platform to crowdsource ideas
for tech projects. It has also opened this up to other mining players to broaden the network. The
Newcrest Crowd platform stemmed from the organisation’s use of hackathons to come up with tech
solutions to challenges the business was facing enabling Newcrest to innovate, while keeping costs
low and overcoming the local tech talent shortage in areas like data science and Al.

As a result, the Newcrest hasn't found specific skills hard to fill given they have a broader way of
sourcing key capabilities and in doing so, addressing talent. Many of those who have won the
competitions have gone on to start their own businesses. Newcrest does not seek to own the IP
however seek a preferential right-of-use licence for what is developed. Essentially, they are
leveraging innovators to provide capability support in an ‘obligation free’ and ‘win-win’ manner.

Relevance

This example of an organisation developing an understanding of key capabilities involves looking at
talent through a different lens. Rather than focus on having an FTE occupying a role, it is looking at
how to engage with innovators to ‘borrow’ capability.
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2. THE ‘'MONEYBALL’ STORY - CAPABILITY APPROACH TO
TALENT SOURCING

Source: Moneyball: A Business Perspective (2007). Authors: Wolfe, R.; Babiak, K.; Cameron, K.;
Quinn, R. E.; Smart, D. L.; Terborg, J. R.; Wright, P. M.

Summary

Moneyball is the story about a Major League Baseball team in America who thought differently
about composing a team given they were hampered by tight financial restrictions following the loss
of a number of key players at the end of the 2001 season.

Description

The Oakland A's end their 2001 season with a loss in the fifth game of a best of five elimination
series, still an admirable accomplishment seeing as the A's are considered a poor team with a
payroll one-third of that of a rich team like the New York Yankees.

During the off season, they lose three of their star players through free agency (Johnny Damon,
Jason Giambi, and Jason Isringhausen), most problematic being first baseman Jason Giambi.
Without more money, which he doesn't get from the owner, the A's General Manager, Billy Beane,
knows that they will never win the World Series as richer teams will always be able to pilfer their
best players - ones they have been able to nurture - with more lucrative contracts. Billy knows they
have to think differently about how to replace the three, looking at what they require in combination
based on breaking down their objectives, rather than looking at the three as individuals, which is
different than the way scouts have looked at players over the sport's history.

In a meeting with Cleveland Indians management about players, Billy meets Peter Brand, a quiet
Yale Economics graduate, who works for the Indians doing player analysis. Upon questioning Peter
later in private, Billy realizes that purely academic Peter has much the same thought process as he
does. Billy hires him as the A's Assistant GM after receiving what he considers the correct answer to
Billy's question on his own checkered past as a first round 1979 draft pick which led to notoriety as a
failure as a player. But once on the payroll, Peter convinces Billy to look at the entire dugout, and
acquire undervalued players for what they can do in order for the team to win. As an example, they
acquire former catcher Scott Hatteberg, whose career is seen as being over by all other teams due
to an elbow injury that doesn't allow him to throw. Although not a hitter, they acquire him for his
ability to "get on base" in whatever way required (usually by walks), and plan to teach him how to
play first base, a generally non-throwing position.

These moves don't sit well with the A's scouting team and sports analysts. Rather than relying on
the scouts' experience and intuition (involving a focus on, and bias towards, the 5 tools), Brand
selects players based the A’s own identified key metrics - on base percentage (OBP) being one. For
example, by finding players with a high OBP but characteristics that lead scouts to dismiss them,
Brand assembles a team of undervalued players with far more potential than the A's hamstrung
finances would otherwise allow. LI;Early in the season, the Athletics fare poorly, leading critics within
and outside the team to dismiss the new method as a dismal failure. Beane convinces the owner to
stay the course, and eventually the team's record begins to improve. Ultimately, the Athletics win an
unprecedented 20 consecutive games, setting the American League record.

Relevance

The thinking behind talent sourcing can often be archaic in organisations and solely based on
recruiting (more) people. The A’s took a different approach by pulling together a team which
contained all the key capabilities they required as ‘the sum of the parts’ as opposed to the classic
‘Most Value Player type’ players for a fraction of the cost.
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3. DISNEYLAND - CRITICAL ROLE IDENTIFICATION

Source: Organization Design: Creating Strategic & Agile Organizations (2018), Author: Donald L.
Anderson

Summary

Disney differentiated itself by understanding its critical roles and applying targeted recruitment and
training for this group of employees.

Description

Disney (Theme Parks Division) set about understanding which roles were responsible for supporting
their strategic objective - delivering a superior customer experience.

They discovered the role most closely linked to this strategic objective was in fact the sweepers that
clean the park. Given the cleaners were in uniform, they were the workers found to be directing
patrons to the best spots to see the parades, locating shady spots for tired parents and providing
assistance to lost patrons.

Understanding this, Disney started selecting employees with both the interest in and capability for
engaging with guests and desire to create an exceptional experience. Disney was able to develop
and enhance the customer service skills of these employees and adjust their role descriptions to
further enhance the customer experience. Disney differentiated itself from competitors with this
approach.

Relevance

After Disney identified cleaners being one of its most strategically important roles (critical roles), the
organisation was able to further develop and enhance critical capabilities within this group of
employees. This example shows that the identification of critical roles can help an organisation to
make talent decisions in a manner that is more focused, targeted and nuanced.
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4.  WESTERN HEALTH (ENDOBANK] - FLEXIBLE TALENT
POOLING

Source: Innovative Workforce Solutions — Interview with Shane Hamblin, Head of Endocrinology,

Summary

The Endocrinology department at Western Health established Endobank, a flexible pool of
specialists, to manage leave requirements in the hospital.

Description

The Western Hospital's head of Endocrinology, Shane Hamblin wanted a ready-made, reliable pool
of qualified, and verified Endocrinologists to support leave requirements of their existing workforce.

He established the Endobank, which is a pool of specialists who can cover Endocrinologists’
planned leave from several clinics at Western Health. This group of specialists has been through the
full Western Health recruitment process including reference and probity checking and qualifications
verification.

Endobank doctors are offered casual contracts (and a loading) without pre-defined hours. In every
other way however, the doctors are treated as permanent employees. They follow the same
induction process, are invited to all the unit meetings and become part of the Western Health
Community. Their performance is also reviewed in an official performance review process as is
done for other employees.

The Endobank establishes a connection to an eager pool of workers without creating a financial
obligation or changing the FTE numbers. Often Endobank workers are PHD students or parents
returning to the workforce.

When ongoing positions arise, the Endobank is the first port of call. Western Health have not had to
go to market to source an Endocrinologist since the Endobank’s inception. The initiative has been
perceived positively by doctors, patients and the hospital.

Relevance

Many organisations are facing challenges with creating a reliable talent pool. Talent needs to have
the right skills, be available and committed. The Endobank is a success story of a qualified pool of
Endocrinologists that are able to assist with leave gaps, while also creating a connection between
(new) talent and the hospital.
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5. NEWMONT MINING (BODDINGTON ‘HOT SEATERS’) -
RETHINKING LABOUR SOURCING

Summary

Newmont Boddington Gold has developed innovative workforce strategies which respond to the
needs of local communities as well as to company objectives and values.

Description

In 2009, Newmont began scheduling shorter shifts for haul truck drivers, in part to prevent downtime
during morning tea and lunch breaks. A driving shift between 9am and 2pm provided a perfect
opportunity for mothers of school-aged children to work in mining, as well as ensuring uninterrupted
hauling at Boddington.

Seven women and one man currently drive Haulpak dump trucks during the 'school shift' Monday
through Friday, while several other women drive full-time at the mine. About 30% of Boddington’s
Haulpak drivers are women.

In March 2012, Newmont Boddington was recognised by the Western Australia Chamber of
Minerals and Energy with its 'Outstanding Company Initiative' award at an International Women’s
Day Women in Mining breakfast in Perth. The Boddington 'Hot Seaters' have also featured in the
Minerals Council of Australia’s high-profile 'This is our Story' advertisements.

In terms of local employment, Newmont Boddington Gold is also working to lift the number of
Gnaala Karla Booja people employed at the mine. Indigenous employment at Boddington is
approximately 5% (50 direct employees) with a further 34 Indigenous contractor employees. The
company’s goal is to double Indigenous employment.

Newmont Boddington Gold’s three-month Gnaala Pre-employment (Workready) Program involves
training and providing work experience. The company is also placing a greater emphasis on the
retention of Indigenous employees and the creation of alternative employment pathways. This will
ensure that Newmont Boddington Gold is not only successful in hiring Indigenous employees, but in
retaining them as well.

Relevance

Opportunities to think laterally around potential labour sources are unbound. Many pools of labour
exist, however, often workers do not participate due to hours of work, shift duration, type of work
etc. Removal some of these inhibitors could reveal previously untapped worker pools.
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6. BUILD & BLOCK PROGRAM QUEENSLAND - STRATEGIC
PARTNERSHIPS

Source: NISC 2014.

Summary

Queensland Build and Block has targeted the creation of apprenticeship opportunities through
establishing strategic partnerships with industry and education sectors.

Description

The statistics around the Australian brick- and block-laying workforce being ageing and rapidly
diminishing were concerning for the industry. This led David Ede, an experienced block
manufacturer in north Queensland, to spearhead an innovative industry funded project designed to
boost the number of apprentices and promote bricklaying as a genuine career option for
enthusiastic students.

The Australian Brick and Block Laying Training Foundation (ABBTF) was formed by all of the major
brick and block manufactures in Australia to co-ordinate, fund and promote Step Out (Try a Trade)
Programs in schools, prevocational courses at TAFE's and source apprenticeships from the
outcomes in bricklaying.

With the approval of the ACCC established businesses relying heavily on brick- and block- layers
were asked to levy a small percentage of their profits to create a fund for training apprentices.
These funds were to be spent primarily on training itself (85%), with the remaining 15% to be spent
on advertising and marketing to inform students about the benefits of a bricklaying apprenticeship
and how to participate in the program.

The program involved three formal stages:
School-based ‘step out’ program designed to promote the trade in schools

2. A 15-week intensive skills program run through local TAFE and registered training
organisations to prepare students for their apprenticeships

3. Apprenticeship placements with local tradespeople

The number of new brick- and block-laying apprentices in Queensland increased significantly. The
program’s model expanded to New South Wales, Victoria, Western Australia, Tasmania and South
Australia, making it a truly national initiative, and a clear success. David Ede was recognised by
Rotary International for his work with apprentices by being awarded a Paul Harris Fellow Award.

Relevance

The Queensland Build and Block program demonstrates how through engaging students (potential
apprentices) in school based ‘step out’ programs, career paths and options can be canvasses on a
trial basis. Furthermore, by clearly demonstrating career pathways and providing opportunities on a
trial basis, apprenticeship numbers can be grown in a sustainable manner. Finally, this program was
industry funded which highlights how programs like this can be driven by industry without reliance
on external funding.
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