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Talent Management
In The Private Sector




“A set of interlinking processes via which
an organization ensures that, as best

It can, it has the most appropriate
people in the right roles at the

right time and can continue
to do so in the fore-
seeable future.”
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“Based on analysis of people and
jobs, should we plan to fill the roles
with the best people, or create
roles that make best use of the
human resources we have?”
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A Contemporary Model
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Do competency models alone enable
clear identification of fit?

How do you collect, store and manage
the best quality data about people?

(Quality = comprehensive, valid, reliable,

differentiating, defensible, and useful

How valid and/or reliable are assessments?
What is ‘potential’, how do you measure that,
by whom and when?
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ﬁ)w do we predict workforh -
supply and demand - analytics,

systematic calculation,
guesstimates, ...?

How do we collect
employee/manager input,
especially across
org. boundaries?

How do we develop and

& gain commitment to /

appropriate plans?
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We have no choice but to
engage individuals in the
planning of their careers — they
are doing it anyway.

It is not merely
about, “Can they
do the job?”

We now have to think
about, “How will they

connect with her/his prior
network?”
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“*How should we

review talent (analytically
and/or verbally), who
should participate, who
should know the results,
who should manage the
plans, ...?”
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Use systems to collect,
manage, analyze and present
data.

Look for patterns, correlations, and
cause-effect relationships.

Effective Talent Management requires quality data, access to that data,
and management of the processes that produce the data.
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“What are the impacts of
day-to-day HR processes?”
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“Attraction” is not just an issue
at entry level if recruitment of
senior external candidates is
part of the strategy.

“What are the impacts of
day-to-day HR processes?”
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Selection must bring in what is
needed short AND long term;
some “worker bees”, some
HiPo’s, some innovators, ..

“What are the impacts of
day-to-day HR processes?”
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Development is equally
important for all but not all
development should be equal.

“What are the impacts of
day-to-day HR processes?”
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On-boarding is critical; it sets
the foundation and direction of

an individual's performance and
growth. Focus on needs.

“What are the impacts of
day-to-day HR processes?”
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Annual planning and
episodic review is NOT
Performance Management.

Incentive schemes rarely ARE!

“What are the impacts of
day-to-day HR processes?”
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Engagement levels

not only impact

productivity; they also
directly impact retention and

thus succession.

We need individualized engagement and
retention plans to support succession plans.

“What are the impacts of
day-to-day HR processes?”
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Removing people from the
organization who are blocking the development <
of others and not performing is as important

as recruiting excellent staff. :
J rrTTat are the impacts of
day-to-day HR processes?”
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