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A major challenge for leaders in academic dentistry is the recruitment and retention of talented individuals. Six
aspects of this challenge are considered - spotting, recruiting, developing, managing and mentoring, retention
and ‘letting go’ talent. Skills in this important aspect of leadership can be learnt and acquired, thereby building
capacity to build and retain effective academic teams.

1. Introduction

Academic dentistry is witnessing rapidly changing dynamics, with a
diversity of evolving trends. The many, different challenges facing
dental schools include growing financial pressures, preparing graduates
to meet ever-increasing expectations, the metamorphosis of dentistry
from a “technically predominant profession” to “an analytical and sci-
entific profession”, burn-out and early retirement of experienced fa-
culty, increasing competition for new faculty, compounded by the rapid
increase in the number of dental schools globally, and the international
trend of a widening pay gap between academics and their peers in
successful clinical practice [1-4]. As the future success of dental
schools, the quality of its graduates and the oral healthcare they go on
to provide are closely linked to the talent and commitment of dental
school staff, individuals in leadership roles in dental schools must
succeed in the recruitment and retention (R&R) of talented individuals.
Talented human capital is a pivotal resource that largely determines the
standing of a dental academic centre. How can leaders in academic
dentistry secure this resource?

The R&R of talented individuals in academic dentistry is too im-
portant to rely on just putting vacant positions out to open competition
and ‘gut feelings’ during selection. R&R strategies must be structured,
proactive, adaptable and, wherever possible, ‘ahead of the curve’.
Leaders and organisations without R&R strategies must recognise that
they are in competition with institutions which do have strategies, and
in many cases these R&R strategies and arrangements are sophisticated.
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2. What is talent?

“Talent consists of those individuals who can make a difference to
organisational performance, either through their immediate contribu-
tion or in the longer term by demonstrating the highest levels of po-
tential” [5]. One can also describe talented individuals as “those who
exhibit certain behaviours that indicate superior potential either as a
result of task commitment or synthesis of thinking skills” [6].

Talent may be viewed as potential based on natural flair, aptitude
and ability [5-8]. Talent is a gift, not an attribute which can readily be
learnt or acquired. It may be multifaceted or limited to a specific ac-
tivity or endeavour.

In his research, the renowned American psychologist, Renzulli,
presented a model of three interlocking sets of traits that talented
professionals possess. According to Renzulli’s research, professional
excellence is an amalgamation of the three traits which ultimately de-
fines talent [6] (Fig. 1).

Talent in academia, notably academic dentistry, given the multi-
faceted nature of the discipline, comprises a range of flairs, aptitudes
and abilities. This makes a talented academic dentist a precious re-
source, with characteristics critical to the advancement and vitality of
the art and science of oral healthcare [10-12]. As stated by Michaels
et al. “Talent matters, because its value is high and talent itself is
scarce” [9]. Also, in the words of Peter Schutz, former CEO of Porsche:
“Hire character. Train skill” [13].

In the process of recruiting in academic dentistry, it is important to
look beyond the simplistic approach of matching the recruit to the
duties. Leaders need to be flexible and adapt to changing circumstances
in recruitment and develop skills in the six key aspects of leadership in
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Fig. 1. Renzulli’s three-ringed model of talent traits.

the R&R of talented individuals:

2.1. Spotting

Success in the power dynamics of recruiting talented individuals
often starts with proactive, talent spotting [14]. This requires leaders in
academic dentistry to be ‘out and about’, networking and head-hunting
at meetings and other events which attract talented individuals of the
type being sought. ‘Stay at home’ attempts at talent spotting, based on,
for example, general enquiries amongst colleagues, word of mouth, and
calls for expressions of interest may only be successful by good fortune.
Talent tends to be found, rather than it finding you.

Good talent spotting starts with defining the talent being sought.
Generic features of talent include peer credibility and respect, lateral,
novel thinking, accelerated career development, a dynamic, often en-
ergetic approach to problem solving and confidence to tackle new,
demanding challenges. Future leaders in academic healthcare often
chose their career for humanistic or intrinsic reasons [15].

Talented individuals tend to be somewhat modest rather than ex-
trovert, let alone arrogant. Interestingly, they are not always gifted at
getting themselves into the right place, at the right time to best realise
their potential. Also, talented individuals can be their own greatest
critics. As such they can be surprised to have been ‘spotted’.

Other aids to identify talent include a collective approach by ex-
isting faculty, using websites, social networks and digital platforms.
Engaging current faculty in helping to spot talent greatly increases the
possibility of identifying gifted individuals who may not be seeking a
new position. Individuals who existing faculty considered to be talented
deserve careful consideration. In encouraging existing faculty to adopt a
collective responsibility to talent spotting, it is important to impress on
them the value and importance of attracting ‘new blood’ talent. Talent
spotting amongst existing students and trainees strengthens continuity,
which must be weighed against the possibility and negative effects of
‘inbreading’ [16].

Institution websites must attract attention, be easy to navigate and
capture the attention of surfers if, amongst other functions, they are
going to help identify talented individuals. Talented individuals are
unlikely to be drawn, let alone motivated to act on what they see and
read on a website, unless it is inviting, engaging and intriguing. Besides
dedicated website, there are a multitude of other portals, apps and
social networking spaces that may be used to help identify talent.

The use of job boards (a website that posts positions) and digital
platforms provides cost effective opportunities to cast a far-reaching net
to help capture the attention of talented individuals. The challenge is
choosing the right job boards and posting details which will appeal to
talented individuals. On the basis that it ‘takes one to find one’ recently
recruited talent may be of great assistance in crafting the offers posted
on job boards and other digital platforms.
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There are no data available on the use of modern communication
technologies in the recruitment of dental academicians. In the world of
commerce, the Society for Human Resource Management (SHRM) has
reported that 84% of companies use social media sites for recruiting
passive candidates [17], with LinkedIn being the most effective site
(73%) followed by Facebook (14%). Social media is especially effective
in identify under-represented groups and candidates in diverse geo-
graphic regions [17].

The use of artificial intelligence (AI) in recruitment has become
popular in some disciplines. Apps and many websites provide services
to match the profile of individuals with the requirements of organisa-
tions. Only when a perfect match is found is dialogue recommended.
While such approaches are presently expensive, Al is anticipated to play
an increasing role in matching individuals to defined roles [18-20].

2.2. Recruitment

Recruiting talent starts with developing ‘a pitch’ which appeals to
the talent you wish to attract. Lack-lustre job descriptions, with little, if
any, vision, opportunity for personal development and innovation, to-
gether with a heavy routine workload are unlikely to attract talent. The
proposed position, in addition to providing suitable remuneration and
security for the individual to demonstrate their potential, should excite
and appeal to talented individuals [21]. Talented individuals rarely opt
for short-term, ‘quick-fix’ positions.

If ‘talent’ has been spotted and is prepared to consider being re-
cruited, it is best to ‘under-promise’ with a view to ‘over-delivering’.
Opportunity and resources to address a novel, demanding challenge of
national or international importance, even if associated with some de-
manding performance indicators, may be more appealing than en-
hanced salary provision. If previous appointments have brought ta-
lented individuals into the school, department or academic unit, and
these individuals are content in their positions, then they can greatly
facilitate the recruitment of new talent, adding to dynamism, a sense of
importance and possibly urgency to achieve goals-talent can help at-
tract further talent, and enhance productivity and excellence.

Evolving trends support the view that organisations cannot rely on
“best talents” applying for positions organically. A focused, proactive
approach to attracting the “right candidates” is required. A four-tier
platform comprising strategic planning, branding, pipelining and a
holistic experience helps recruit talented candidates [22].

® Strategic planning

This forms the foundation of the process by defining the talents and
capabilities sought. A noteworthy example of such planning is the
technological giant Apple. Apple’s recruiting strategy is to hire talent
with diversity. An entire page on their website displays their progress
towards creating a “truly inclusive Apple”. The company has success-
fully attracted and recruited talent with great diversity from across the
globe [23,24].

e Branding

Organisational branding reinforces the message ‘this is the place to
work’. Media, social networking sites and the website of the organisa-
tion should be viewed as ‘external branding sources’ to promote the
attributes of the organisation that may positively influence prospective
candidate’s perceptions. For example, “a day in the life of organisation”
piece can be posted on the organisation’s website to provide insights
into the dynamism and positive culture which drives the organisation.
This may have special appeal to talented millennials for whom “a job is
no longer just a job- it is their life as well” with work-life balance being
weighed against remuneration and career opportunities [22,25-28].

e Pipelining
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Pipelining is the process of nurturing relationships and the interests
of candidates. Regular communications and ‘geared-up’ interactions
using, for example, WhatsApp or Facebook can be a powerful tool.
Pipelining is a form of ‘internal branding’ whereby candidates in-
creasingly associate themselves with the organisation. Successful pi-
pelining provides “ready-to hire candidates” attuned to the goals and
culture of the organisation [22,27-30].

e Holistic experience

Candidate’s experience during hiring colours their opinion. A ne-
gative experience can discourage them from joining the organisation,
with the possibility of this outcome being shared with peers, thus ‘nose-
diving’ the reputation of the organisation. For a hiring experience to be
positive, creating a ‘honey pot effect’, it must be efficient, seamless,
transparent, with the candidate gaining a sense of value, purpose and
belonging. A long-drawn-out process tends to discourage candidates
and devalue the organisation [22].

2.3. Development

There are at least two aspects to developing talent in organisations:
‘cultivating your own’ and building the capacity of new recruits. Both
processes, which are typically intertwined in organisations requires
strong, sustained leadership, time, money, incentives and opportunity
for personal development [12,15,31-34].

e ‘Cultivating your own’

‘Cultivating your own’ has been recommended as a mantra to secure
future talent in academic institutes, including dental schools.
‘Cultivation’ should enhance academic skills and facilitate academic
career planning [1,3,4,28,29]. The concept revolves around initiatives
to stimulate interest in academic dentistry and prepare talented stu-
dents and recent graduates to thrive in the challenging “milieu of
academics” [30]. So, how can institutions grow students and recent
graduates to become the talented, competent individuals needed in the
future? An important first step is to develop a pool of networked
mentors with a common approach to skill building and career planning.
Such an approach has been initiated in several universities in the USA
[301.

® Capacity building

Leaders, faced with many, different cost pressures, often fail, pos-
sibly at their peril, to invest sufficient resources in the development of
their team. A culture of talent development requires resourcing and
leaders to give priority to understanding and addressing the needs of
the members of their team. Also, it requires leaders to develop their
own skills and approaches to management.

Cross-training is an interesting approach to create opportunities for
an individual to work outside their ‘job functions’, expanding their
perspective with new responsibilities that expand their skill sets. In
adopting this approach organisations need to have a culture of learning
and encourage a ‘fluid approach to learning and work’, with the re-
moval of any barriers to the development of proficiencies and dynamic
growth.

2.4. Managing and mentoring
o Management
Talent management, which can be demanding, requires a coherent
strategy and sustained, systematic effort [1,34]. Delegation of respon-

sibility and authority can be a powerful management tool. Successful
execution of delegated roles and functions can give talented individuals
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a great sense of accomplishment. Praise is typically well-received and
appreciated.

Offering a talented individual job security may translate into en-
gagement and long-term commitment [4]. Without security, even ta-
lented academicians tend to pursue only safe, quick-fix outcomes.

As talented individuals tend to seek and pursue higher risk in-
itiatives and projects, occasional setbacks can be expected. Invariably,
however, high-achievers tend to attribute setbacks to ‘the system’ not
being up to speed and ‘ahead of the wave’, or possibly circumstance
conspiring against them, rather than any form of personal failing. Mood
and attitude swings may be something of a feature of talented faculty,
but such swings, which tend to be short-lived, given the drive to move
onwards and upwards, may be simply managed by suitable reassur-
ances. Major setbacks, differences of opinion and conflicts with col-
leagues, some of whom may be envious or even resentful, may require
carefully considered line-management, or interventions aimed at re-
directing attention and focus, i.e., providing a way out with opportunity
to get ‘back on track’ [21].

Creating a high-performance environment that offers opportunities,
including time to exchange ideas and investigate ‘blue-sky’ initiatives
can promote, amongst other positive outcomes, creativity. For example,
Google’s 20%-time policy has led to the development of products in-
cluding iPod and iTunes!

e Mentoring

Mentoring — “a voluntary and reciprocal interpersonal relationship
in which a person with acknowledged expertises shares the experience
with a less experienced mentee” is a cornerstone in effective personnel
management. Caution must, however, be exercised in assigning men-
tors to mentees as subsurface envy, differences in goals, generation gaps
and differences in personality may result in negative outcomes [1].

2.5. Retention

“The only thing worse than training employees and losing them is
not training and retaining them” — Henry Ford.

Talented, successful academician need to be retained for many
different reasons [32,33]. Undesirable loss of talent can be disruptive, if
not damaging. Talented faculty are more likely to remain if they have a
sense of ‘connectedness’ [33]. Retention may often hang on workload
and flexibility to attend events considered to be important to career
advancement. For some talented individuals opportunity for flexible
working can be important to retention. In suggesting such arrange-
ments, it is acknowledged that they are difficult to provide if human
resource budgets are under pressure. Other factors which strongly in-
fluence retention include, distinguished, approachable leadership, op-
portunity to grow and develop, relevant yet challenging work profile
and a congenial environment.

2.6. Letting go

At the right time in their career development talented individuals
should be encouraged to move on, especially if their retention by means
of internal promotion will make an academic department top heavy.
Better to have happy and loyal former colleagues working in centres
you may wish to collaborate with, than a department with ‘too many
chiefs and not enough indians’, especially if the various chiefs in-
creasingly loose the wish to be team players. Having ‘talent’ that you
spotted and nurtured, appointed to a highly sought-after position in
another institution of good standing should be cause for celebration.
‘King makers’, amongst other things, are generally best placed to recruit
replacement talent.

Letting go of talent gives leaders opportunity to recruit new talent
and restructure the organisation, possibly enhancing existing faculty’s
status and thereby boosting their professional satisfaction [12,32,33].
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‘Intention to leave’ may, however, be an indicator of diminishing
morale and concerns over the direction of travel of the organisation.
Losing talented individuals for concerns or reasons of dissatisfaction,
especially if an organisation has invested heavily in the individual,
should trigger reflection. Exit interviews can reveal the need for both
new strategic planning and the need to manage things better the next
time around.

Regrettably, one of the most common reasons for leaving clinical
academic positions is need for more income and the lure of greatly
enhanced remuneration in clinical practice [3,21]. Failing possible ar-
rangements for clinical practice-academic combination working, all
may not be lost. ‘Boomerang employees’- ‘come back kids’ may provide
opportunity for leaders to reap the benefits of previous investment and
save the cost of recruiting and developing new employees.

3. Concluding remarks

Spotting, recruiting and retaining talented individuals can added
greatly to success in academic leadership. Skills in this aspect of lea-
dership can be learnt and acquired, building capacity to develop ef-
fective academic teams. Academic units with a dynamic pool of talent
may benefit from a ‘honey pot effect’, with success breading success.

References

[1] V. John, M. Papageorge, L. Jahangiri, M. Wheater, D. Cappelli, R. Frazer, et al.,
Recruitment, development, and retention of dental faculty in a changing environ-
ment, J. Dent. Educ. 75 (2011) 82-89.

J.S. Hand, Identification of competencies for effective dental faculty, J. Dent. Educ.
70 (2006) 937-947.

N.K. Haden, R.G. Weaver, R.W. Valachovic, Meeting the demand for future dental
school faculty: trends, challenges, and responses, J. Dent. Educ. 66 (2002)
1102-1113.

N.K. Haden, W.D. Hendricson, J.W. Killip, P.N. O’Neill, M.J. Reed, G. Weinstein,
J.N. Williams, R.W. Valachovic, Developing dental faculty for the future: ADEA/
AAL Institute for Teaching and Learning, 2006-09, J. Dent. Educ. 73 (2009)
1320-1335.

Cipd.co.uk. (2018). [online] Available at: https://www.cipd.co.uk/Images/annual-
report_2007-8_tcm18-11764.pdf [Accessed 5 September 2018].

J.S. Renzulli, What makes giftedness? Re-examining a definition, Phi Delta Kappan
92 (2011) 81-88.

A. Al-Shabatat, A review of the contemporary concepts of giftedness and talent, Int.
Interdiscip. J. Educ. 12 (2013) 1336-1346.

R.J. Sternberg, WICS: a model of giftedness in leadership, Roeper Rev. 28 (2005)
37-44.

E. Michaels, H. Handfield-Jones, B. Axelrod, The War for Talent, Harvard Business
School Press, Boston, 2001.

S. Keller, M. Meaney, Attracting and Retaining the Right Talent. [Online], McKinsey
& Company, 2017 Available at: https://www.mckinsey.com/business-functions/
organization/our-insights/attracting-and-retaining-the-right-talent [Accessed 5
September 2018].

K. Coyne, Enduring Ideas: The GE-McKinsey Nine-Box Matrix. [Online] in McKinsey
Quarterly, McKinsey & Company, 2008 Available at: https://www.mckinsey.com/
business-functions/strategy-and-corporate-finance/our-insights/enduring-ideas-

[2]

[3]

[4]

[5

o)

[6]
[71
[81
91

[10]

[11]

35

[12]

[13]

[14]

[15]

[16]

[17]

[18]
[19]

[20]

[21]

[22]
[23]

[24]

[25]

[26]

[27]

[28]

[29]
[30]

[31]

[32]

[33]

[34]

Journal of Dentistry 87 (2019) 32-35

the-ge-and-mckinsey-nine-box-matrix [Accessed 5 September 2018].

R. Jeanmonod, Leadership and talent management in academic medicine, Int J
Acad Med 2 (2016) 46-51.

G. Adebambo, Hire Character. Train Skills. The Good Men Project. [Online] The
Good Men Project, Available at: https://goodmenproject.com/business-ethics-2/
hire-character-train-skills-cmtt/ [Accessed 5 September 2018] (2018).

T. Tony Dundon, M. Lucio, D. Howcroft, E. Hughes, A. Keizer, R. Walden, Power
Dynamics in Work and Employment Relationships: The Capacity for Employee
Influence, Chartered Institute of Personnel and Development (CIPD), London, 2017.
S.J. Lieff, Perspective: the missing link in academic career planning and develop-
ment: pursuit of meaningful and aligned work, Acad. Med. 84 (2009) 1383-1388.
J. Breaugh, A Guide to Recruiting and Attracting Talent [Internet], [cited 5
September 2018]. Available from: The SHRM Blog, 2010, https://blog.shrm.org/
workforce/a-guide-to-recruiting-and-attracting-talent.

Society for Human Resource Management, SHRM Survey Findings: Using Social
Media for Talent Acquisition - Recruitment and Screening, SHRM, Orlando, Florida,
2016 7 January.

Woo- Find out What Top Tech Companies Can Offer You [Internet]. Woo.io. 2018
[cited 6 September 2018]. Available from: https://woo.io/app/about-us.
gloat.com [Internet]. gloat.com. (2018) [cited 6 September 2018]. Available from:
https://www.gloat.com/.

N. Olmert, The Use of Digital Recruitment Tools Is on the Rise. Here’s What You
Need to Know. [Internet]. Entrepreneur, [cited 6 September 2018]. Available from:
(2018) https://www.entrepreneur.com/article/315294.

R.L. Slayton, P.R. Kachalia, J. Lozano-Pineda, D.D. Rolf 2nd, R.E. Kovarik,

J.A. Dillon, Rethinking tenure in dental education, J. Dent. Educ. 76 (2012)
574-583.

C.N. Bertolami, Creating the dental school faculty of the future: a guide for the
perplexed, J. Dent. Educ. 71 (2007) 1267-1280.

L. Wilkerson, D.M. Irby, Strategies for improving teaching practices: a compre-
hensive approach to faculty development, Acad. Med. 73 (1998) 387-396.

C.C. Gadbury-Amyot, P.R. Overman, T. Grzesikowski, F. Tucker-Lively,

G. Weinstein, N.K. Haden, ADEA/AAL Institute for Allied Health Educators:
Program Evaluation, J. Dent. Educ. 79 (2015) 472-483.

D. Sims, M. Gay, C. Morris, Building Tomorrow’s Talent: A Practitioner’s Guide to
Talent Management and Succession Planning, 1st ed., AuthorHouse, Milton Keynes,
2006.

C.A. Trotman, N.K. Haden, W. Hendricson, Does the dental school work environ-
ment promote successful academic careers? J. Dent. Educ. 71 (2007) 713-725.

G. Deeb, Big Companies That Embrace Intrapreneurship Will Thrive [Internet].
Entrepreneur, [cited 6 September 2018]. Available from: (2015) https://www.
entrepreneur.com/article/243884.

K.R. Shepherd, P. Nihil, R.W. Botto, M.W. McCarthy, Factors influencing pursuit
and satisfaction of academic dentistry careers: perceptions of new dental educators,
J. Dent. Educ. 65 (2001) 841-848.

R.F. Jones, P.J. Friedman, G.H. Cassell, R.A. Cooper, Three views on faculty tenure
in medical schools, Acad. Med. 68 (1993) 588-593.

M.L. Froeschle, J.C. Sinkford, Full-time dental faculty perceptions of satisfaction
with the academic work environment, J. Dent. Educ. 73 (2009) 1153-1170.

P.K. Friedman, C. Arena, K. Atchison, P.L. Beemsterboer, P. Farsai, J.B. Giusti, et al.,
Report of the ADEA president’s commission on mentoring, J. Dent. Educ. 68 (2004)
390-396.

M. Knight, Why You Need to Care About Staff Development [Internet]. Online
Training Platform - Wyzed.com. [cited 6 September 2018]. Available from: (2016)
https://www.wyzed.com/why-you-need-to-care-about-staff-development.

N.T. Kubiak, D.M. Guidot, R.F. Trimm, D.L. Kamen, J. Roman, Recruitment and
retention in academia: what junior faculty and trainees want department chairs to
know, Am. J. Med. Sci. 344 (2012) 24-27.

J.E. Chmar, R.G. Weaver, R.W. Valachovic, Dental school vacant budgeted faculty
positions, academic years 2005-06 and 2006-07, J. Dent. Educ. 72 (2008)
370-385.


http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0005
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0005
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0005
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0010
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0010
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0015
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0015
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0015
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0020
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0020
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0020
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0020
https://www.cipd.co.uk/Images/annual-report_2007-8_tcm18-11764.pdf
https://www.cipd.co.uk/Images/annual-report_2007-8_tcm18-11764.pdf
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0030
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0030
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0035
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0035
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0040
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0040
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0045
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0045
https://www.mckinsey.com/business-functions/organization/our-insights/attracting-and-retaining-the-right-talent
https://www.mckinsey.com/business-functions/organization/our-insights/attracting-and-retaining-the-right-talent
https://www.mckinsey.com/business-functions/strategy-and-corporate-finance/our-insights/enduring-ideas-the-ge-and-mckinsey-nine-box-matrix
https://www.mckinsey.com/business-functions/strategy-and-corporate-finance/our-insights/enduring-ideas-the-ge-and-mckinsey-nine-box-matrix
https://www.mckinsey.com/business-functions/strategy-and-corporate-finance/our-insights/enduring-ideas-the-ge-and-mckinsey-nine-box-matrix
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0060
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0060
https://goodmenproject.com/business-ethics-2/hire-character-train-skills-cmtt/
https://goodmenproject.com/business-ethics-2/hire-character-train-skills-cmtt/
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0070
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0070
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0070
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0075
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0075
https://blog.shrm.org/workforce/a-guide-to-recruiting-and-attracting-talent
https://blog.shrm.org/workforce/a-guide-to-recruiting-and-attracting-talent
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0085
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0085
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0085
https://woo.io/app/about-us
https://www.gloat.com/
https://www.entrepreneur.com/article/315294
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0105
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0105
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0105
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0110
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0110
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0115
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0115
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0120
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0120
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0120
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0125
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0125
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0125
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0130
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0130
https://www.entrepreneur.com/article/243884
https://www.entrepreneur.com/article/243884
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0140
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0140
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0140
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0145
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0145
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0150
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0150
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0155
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0155
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0155
https://www.wyzed.com/why-you-need-to-care-about-staff-development
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0165
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0165
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0165
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0170
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0170
http://refhub.elsevier.com/S0300-5712(19)30089-2/sbref0170

	Leadership in recruiting and retaining talent in academic dentistry
	Introduction
	What is talent?
	Spotting
	Recruitment
	Development
	Managing and mentoring
	Retention
	Letting go

	Concluding remarks
	References




