
A-Players Retention Plan 

So far in my military career managing the Sailors that work for me is almost contradictory to 
what entrepreneurs have to do in managing their team of employees.  In the Navy, whomever I 
receive to work for me is whom I am stuck with for at least a few years.  I cannot just release 
bad Sailors or fire them; I have to help them, guide them, and motivate them in becoming good 
Sailors despite their some of their efforts.  I have to treat all Sailors the same regardless if they 
are my best Sailors or below average Sailors; I also need to foster an environment where I can 
gain maximum performance from every Sailor.  However, as an entrepreneur you want to trim 
the fat and only maintain the best of the best, the equivalent of the Navy’s Seal team.   

Herrenkohl (Herrenkohl, 2010) suggest that C-players do not typically become A-players 
however, I have a slightly different belief I think that C-players can become A-players with the 
right amount of management engagement and motivation.  Markos and Sridevi indicate that 
engaged employees are emotionally attached to their organization and highly involved in their 
job with a great enthusiasm for the success of their employer, going the extra mile beyond the 
employment contractual agreement.  We can argue that those employees that are engaged are 
usually A-players, but I do not believe this to the fact.  Another approach to turning your 
average employees into A-players is to give them meaning within the organization.  Meaning at 
work has the potential to be a valuable tool in bringing employers and employees closer 
together to the benefit of both.  With meaning, employees experience a sense of community, 
the space to be themselves and the opportunity to make a contribution, they find meaning 
(Markos & Sridevia, 2010 ). 

It is vital to find A-players, but it is even more important to retain A-players.  A-players have 
more career options than do weaker performers, and this is mostly because of their 
extraordinary ambition.  Studies have reasoned that the more time employees spend on 
challenging tasks, the more they signal their ambition to and capability of dealing with high 
responsibilities, new situations, and high work demands (De Pater, Van Vianen, & Klehe, 2009).  
Keeping someone that is always looking for demanding challenges and new responsivities can 
be difficult.  Some other ways to keep your A-player is to Having frequent sit downs with your 
key players which will help foster growth and understanding, being able to define and clarify 
career objectives provides these players with clarity (Herrenkohl, 2010).  A-players should not 
feel like they are being taken for granted, they need to ensure that they have a place in the 
future of the company.   

Developing your A-players by first knowing your organizational strategy and then by helping 
these key employees understand how and where they fit in is key to success.  Creating and the 
formation of your organizational chart is a key step in figuring out the roles, responsibilities, 



and meaning of your A-players.  The results of your organizational chart should dictate each 
role of your key players and connect these roles to the larger business goals (Herrenkohl, 2010).  
Herrenkohl (2010) indicates that Identifying what types of players you have from A-players to C-
players provides you with the insight on how your organization is currently being ran.  The 
spectrum of players that yield from the formation of your organizational chart is A-players, A-
players in the making, B-players, and C-players.   

The following five steps can be followed in putting together your organizational chart : 

1. Define the roles that need to be filled. 
2. Define key results for each role. 
3. Define responsibilities  
4. Define measurements 
5. Define value 

The bottom line is to recruit, recruit, and continue to recruit; build a system to accomplish the 
process of not only hiring A-players but also having a list of A-players that can be brought into 
your company and having a program to maintain these A-players.   
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