
CregTech's Employee Value Proposition Development

CregTech, a growing biotech, faces a decision. The
company faces an organizational conundrum because
investors expect immediate profitability and future value
enhancement. This task is to innovate, find new products
and services, and boost sales while retaining profitability.
This CregTech case study poster discusses three key
personnel initiatives to improve the company's Employee
Value Proposition.

Addressing the Skills Mismatch and Training Gaps
CregTech faces a crossroads in the ever-changing biotech business. Efficiency and productivity must be balanced with
innovation and adaptation. The worker skills gap hinders this twin goal. The CIPD 2018 report found that 37% of workers
feel over-skilled and 12% under-skilled (CIPD, 2018). A mismatch can hurt an organization's growth by lowering job
satisfaction and causing qualified workers to leave.

Actions
Skill Analysis 
Every company's growth depends on its employees' skills. According to the CIPD 2018 research, over half of the workers felt mismatched in their
roles. Thus, companies like CregTech must ensure their personnel are neither over- nor under-skilled (CIPD, 2018). A detailed staff talent analysis
is needed to remedy this. CregTech helps identify skill gaps using robust evaluation tools and methods. By matching employees to their ideal
positions, identifying these gaps will boost organizational efficiency and employee happiness.

Targeted Training Modules
After skill mismatch analysis, the next step is filling gaps. The CBI/McKinsey 2020 research identifies six key sectors where workers need reskilling
before 2030. These skills are vital in this fast-changing corporate environment and can determine any company's destiny.

Digital Skills: IT roles and all functions demand technology savvy in the digital world (UNCTAD, 2018). CregTech can improve operations,
interdepartmental communication, and workforce readiness by teaching all staff fundamental digital skills.
Leadership and Management: Organizational leadership is not limited to the top (Johneades, 2017). CregTech can create a pipeline of future
leaders by developing leadership and management abilities at various levels. This will also help CregTech manage senior leader succession.
Interpersonal and Advanced Communication: Communication within and between companies and stakeholders becomes crucial as organizations
become more collaborative (Scandelius & Cohen, 2016). This training will streamline ideas, instructions, and feedback, improving project
outcomes and stakeholder relations.
Teaching and Training: The saying goes, "knowledge shared is knowledge doubled" (KSB, 2022). Employees with teaching and training skills can
teach their peers, resulting in a more skilled and knowledgeable workforce.
STEM Knowledge: STEM skills are essential for biotech business CregTech (Vruno, 2018). CregTech can innovate and stay competitive by training
personnel in these areas.
Critical Thinking: In a world of data, the capacity to detect, analyze, and make informed decisions is valuable (Wang et al., 2018). CregTech can
ensure its personnel make smart decisions by teaching them critical thinking.

Expected Outcome
The preceding actions are practical and effective—cregTech benefits in numerous ways from tackling the skills gap. First, work satisfaction would rise. Overskilled workers who felt underutilized would find a better career. This can significantly reduce turnover,
especially within this worker group. Loyalty and commitment increase when individuals feel their professional growth aligns with corporate goals (Zhenjing et al., 2022). The strategic focus on training, especially in areas identified by global studies, keeps
CregTech at the forefront of the biotech business. CregTech is bridging the skills gap and preparing for future problems by upskilling its staff in labor market-dominant fields. This innovative strategy ensures that staff are productive and ready for career
growth.

Leadership Development and Succession Management

Actions
Ambidextrous Leadership Development Program
To address CregTech's specific leadership issues, a robust framework that seamlessly mixes innovation and efficiency is needed. Introducing an
Ambidextrous Leadership curriculum is crucial. Leadership ambidexterity involves leveraging organizational assets while exploring new opportunities
(Ochie et al., 2022). This implies that CregTech may increase sales of existing products and services while incorporating innovations into the business
model. This training is not just about teaching leaders dual-focus. A healthy leadership pipeline keeps CregTech flexible, resilient, and forward-thinking
in its strategic ambitions. This program would help CregTech handle its leadership problems of balancing innovation and productivity and managing
senior-level succession.

External Recruitment for Interim Leadership
Long-term, cultivating leadership from within is a good plan, but CregTech's immediate demands require a different approach. Due to the leadership
vacuum and the time it would take to implement the Ambidextrous Leadership program fully, external recruitment is necessary. CregTech should not
disregard its internal talent. Counterintuitively; foreign recruitment should cover interim leadership posts while domestic candidates are trained for
future positions. CregTech can gain new viewpoints, expertise, and possibly new inventive methods by hiring experienced leaders from outside.
Externally recruited leaders would drive immediate corporate goals and mentor, guide, and set the pace for CregTech's developing leaders.

Harmonized Selection Methodologies with Ambidextrous Leadership
Aligned systems and processes are essential for every effort, especially leadership development. Selection methods help here. CregTech must align its
internal promotion and external recruit selection processes with ambidextrous leadership. This requires non-traditional selection criteria. While
technical abilities, industry experience, and qualifications are still crucial, future leaders are increasingly evaluated on their ability to handle
paradoxical situations, think outside the box, and balance exploration and exploitation Kozioł-Nadolna, K. (2020). These concepts in CregTech's
selection methods promote a uniform leadership style across the board, reinforcing the Ambidextrous Leadership program. This unified methodology
strengthens CregTech's leadership framework and conveys its dedication to innovation, agility, and future-ready leadership.

Expected Outcome
This strategy would give CregTech instant leadership knowledge from external candidates and a future pipeline of well-trained leaders. Ambidextrous
leadership helps executives manage innovation-efficiency paradoxes.

Actions
Transition from Traditional to Modern Approaches: CregTech must go from top-down Performance Management (PM) to a more
inclusive strategy in the ever-changing corporate context. PM systems employ linear processes to develop and deliver goals
hierarchically to employees (Darino et al., 2019). As firms evolve, participative approaches that stress cooperation, mutual
understanding, and shared goals are becoming more popular.

Promotion of Open Communication and Management Training: Open communication is key to a successful workplace (Jornod,
2021). It is about making employees feel heard and validated, not just sending messages. CregTech should actively encourage
open-dialogue management training. This will guarantee that employees are educated and have a place to voice issues and
suggestions. This environment builds trust, decreases misunderstandings, and boosts productivity.

Incorporating Employee Input in Goal-Setting: Goals are more likely to be met when people expect to reach them and help create
them (Riopel, 2023). CregTech can establish realistic goals that match team capabilities and individual aspirations by supporting
staff goal-setting. This strategy bridges management's expectations with the team's role knowledge. It turns goal-setting from a
managerial task to a team endeavor with everyone invested in the achievement.

Implementation of 360-degree Feedback Systems: Growth requires feedback, and in today's networked workplace, it should not
be limited to top-down evaluations (Han, 2023). CregTech should evaluate 360-degree feedback. A holistic approach lets
individuals get feedback from superiors, peers, subordinates, and external stakeholders. This detailed feedback can help
individuals understand their strengths, weaknesses, and company perceptions.

Leveraging Modern PM Techniques: With several PM methods, CregTech must choose ones that match its beliefs and goals.
Strengths-based discussions help employees discover and use their strengths. Management By Objectives (MBOs) and Goal
Setting Theory can help organizations set ambitious but achievable goals (Cardona et al., 2022). Managers can optimize their
approach by incorporating principles like the Neuroscience (Rock) SCARF model to understand how employees react to threats
and rewards.

Expected Outcome
CregTech modernizes PM to ensure staff understand their expectations and have the skills and support they need. This transition
would boost employee engagement, clarify individual contributions to company goals, and encourage coaching and development.

Modernizing Performance Management (PM)

Introduction

Additional Considerations
Other than the three objectives above, CregTech must examine other important factors. Strategic incentive systems can be a crucial management tool connecting rewards to business results. CregTech can boost performance and compete by creating pay systems that meet
organizational needs. Employee involvement, closely correlated with productivity and quality, must be encouraged by giving resources, recognition, and advancement opportunities. As CregTech grows, International HRM (IHRM) will require a balance between global uniformity and local
flexibility. In addition to boardroom choices, shopfloor actions affect business reputation and morale.
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Conclusion
CregTech needs a holistic approach to create a compelling EVP. Skills
mismatch, leadership development, and performance management
modernization can benefit employees. CregTech will achieve its
immediate goals and build a sustainable and successful future by
incorporating strategic rewards, employee engagement, worldwide
HRM, and ethics.


