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CHAPTER -1 

TALENT MANAGEMENT 

Talent management refers to the anticipation of required human capital for an organization and 

the planning to meet those needs. The field increased in popularity after McKinsey's 1997 

research] and the 2001 book on The War for Talent. Talent management in this context does not 

refer to the management of entertainers. 

Talent management is the science of using strategic HR to improve business value and to make it 

possible for companies and organisations to reach their goals. Everything done to recruit, retain, 

develop, reward and make people perform forms a part of talent management as well as strategic 

workforce planning. A talent-management strategy needs to link to business strategy to make 

sense. 

History 

The term was coined by McKinsey & Company following a 1997 study. It was later the title of a 

book by Ed Michaels, Helen Handfield-Jones, and Beth Axelrod however the connection 

between human resource development and organizational effectiveness has been established 

since the 1970s. 

The profession that supports talent management became increasingly formalized in the early 

2000s. While some authors defined the field as including nearly everything associated with 

human resources, the NTMN defined the boundaries of the field through surveys of those in 

corporate talent management departments in 2009–2011. Those surveys indicated that activities 

within talent management included succession planning, assessment, development and high 

potential management. Activities such as performance management and talent acquisition 

(recruiting) were less frequently included in the remit of corporate talent management 

practitioners. Compensation was not a function associated with talent management. 

The issue with many companies today is that their organizations put tremendous effort into 

attracting employees to their company, but spend little time into retaining and developing talent . 

A talent management system must be worked into the business strategy and implemented in daily 



processes throughout the company as a whole. It cannot be left solely to the human resources 

department to attract and retain employees, but rather must be practiced at all levels of the 

organization. The business strategy must include responsibilities for line managers to develop the 

skills of their immediate subordinates. Divisions within the company should be openly sharing 

information with other departments in order for employees to gain knowledge of the overall 

organizational objectives. 

The talent management strategy may be supported by technology such as HRIS (HR Information 

Systems) or HRMS (HR Management Systems). 

Talent Management 

Talent management implies that companies are strategic and deliberate in how they source, 

attract, select, train, develop, retain, promote, and move employees through the organization. 

Research done on the value of talent management consistently uncovers benefits in these critical 

economic areas: revenue, customer satisfaction, quality, productivity, cost, cycle time, and 

market capitalization. The mindset of this more personal human resources approach seeks not 

only to hire the most qualified and valuable employees but also to put a strong emphasis on 

retention. 

Evaluations 

From a talent management standpoint, employee evaluations concern two major areas of 

measurement: performance and potential. Current employee performance within a specific job 

has always been a standard evaluation measurement tool of the profitability of an employee. 

However, talent management also seeks to focus on an employee‘s potential, meaning an 

employee‘s future performance, if given the proper development of skills and increased 

responsibility. 

Competencies and Talent Management 

This term "talent management" is usually associated with competency-based management. 

Talent management decisions are often driven by a set of organizational core competencies as 

well as position-specific competencies. The competency set may include knowledge, skills, 



experience, and personal traits (demonstrated through defined behaviors). Older competency 

models might also contain attributes that rarely predict success (e.g. education, tenure, and 

diversity factors that are illegal to consider in relation to job performance in many countries, and 

unethical within organizations). New techniques involve creating a competency architecture for 

the organization that includes a competency dictionary to hold the competencies in order to build 

job descriptions. 

Talent marketplace 

A talent marketplace is an employee training and development strategy that is set in place within 

an organization. It is found to be most beneficial for companies where the most productive 

employees can pick and choose the projects and assignments that are ideal for the specific 

employee. An ideal setting is where productivity is employee-centric and tasks are described as 

―judgement-based work,‖ for example, in a law firm. The point of activating a talent marketplace 

within a department is to harness and link individuals‘ particular skills (project management or 

extensive knowledge in a particular field) with the task at hand. Examples of companies that 

implement the talent marketplace strategy are American Express and IBM.  

Current Application of Talent Management 

In adverse economic conditions, many companies feel the need to cut expenses. This should be 

the ideal environment to execute a talent management system as a means of optimizing the 

performance of each employee and the organization. Selection offers are largere turn on 

investments. Job analysis and assessment validation help enhance the predictive power of 

selection tools. However, within many companies the concept of human capital management has 

just begun to develop. With more companies in the process of deepening their global footprints, 

more questions have been asked about new strategies and products, but very few on the kind of 

leadership structure that will bring them success in their globalization process. ―In fact, only 5 

percent of organizations say they have a clear talent management strategy and operational 

programs in place today 



A talent management system (TMS) is an integrated software suite that addresses the ―four 

pillars‖ of talent management: recruitment; performance management; learning and 

development; and compensation management.  

Purpose 

Whereas traditional HRMS and enterprise resource planning (ERP) systems focus primarily on 

transaction processing and the administration of basic human resources processes such as 

personnel administration, payroll, time management, etc., talent management systems focus on 

providing strategic assistance to organizations in the accomplishment of long-term enterprise 

goals with respect to talent, or human capital. Talent management systems may also be referred 

to as or paired with an applicant tracking system (ATS) in either standalone application or as a 

suite of products. According to Bersin, talent management may be defined as the implementation 

of integrated strategies or systems designed to improve processes for recruiting, developing, and 

retaining people with the required skills and aptitude to meet current and future organizational 

needs.  

Functional Modules And Their Market Worth 

TMS solutions typically offer one or many disparate or integrated modules which provide 

business functionality in areas of human capital management / human resources typically 

referred to as "strategic". 

 performance management 

 goal management 

 compensation management 

 talent acquisition / recruiting 

 Learning management systems 

 career development 

 succession planning 

The role of talent acquisition and performance management has increased many folds compared 

to learning management systems in the talent management market. Many companies which were 



earlier working on only one of these domains have moved to developing integrated talent 

management systems. 

Delivery methods 

Many organizations struggle with HR data silos, disconnected technologies, and manual 

processes, the future of talent management is embodied in solutions designed from the ground up 

to provide business-centric functionality on a unified talent management platform. Talent 

management systems recently have been at the forefront of growth in the software as a service 

(SaaS) delivery market following earlier iterations in the standard HR systems space via 

application service provider (ASP) delivery models. Traditional delivery via on-premise license 

sales still exist, but are much less prevalent in the competitive space 

Enterprise systems integration 

Vendors of TMS software (Levensaler & Laurano 2009) typically claim varying degrees of 

integration with other enterprise software vendors, and in particular with leading vendors of 

HRMS systems. The accuracy of these claims is often a question of interpretation, as the degree 

to which each vendor integrates with 3rd party systems varies considerably depending on 

circumstances and both the vendor and the third party solution. In some cases, third party 

vendors offer certification for such scenarios, in order to offer some basis of comparison. 

Competitive market 

The so-called war for talent has driven a marked increase of attention and investment in the 

talent management space as new vendors continue to enter to support an ever-growing demand 

for strategic human resources applications. Many of these competitors have entered via the 

software as a service (SaaS) delivery model, affording small and medium businesses (SMB) new 

less-costly options. The 2011 Gartner Magic Quadrants for Enterprise Performance Management 

and Corporate Learning Systems compare the major players of this market each year, and ranked 

Cornerstone OnDemand, Saba Software, SuccessFactors and Combidata as the space leaders.  

Talent management strategy 



 

Preparing for the futhre with talent pool development 

Effective leadership and talent development requires a long term view. While it's important to 

have development programs in place to address short term needs, what's more important is to 

address longer term needs. And one of the best ways to do that is through talent pool 

development. 

With talent pool based leadership development, you identify high performing, high potential 

employees in all areas of the organisation, assign them development plans to prepare them for 

career advancement, and periodically assess their progress. What's important here is to develop a 

talent pipeline for all critical areas of the business, leadership being only one of those. 

So you need to start by looking at your organisation's strategic plan, identify knowledge and 

experience areas that will be important to future success and competitiveness, develop 

competency models for each of these areas, and design learning paths/curricula to develop these 

competencies in increasing degrees. Then, match your high performing, high potential 

employees to the areas that best suit them, and start developing them. 

What you'll end up with, is a robust talent pipeline, with employees at varying stages of 

development/readiness for advancement – which is exactly what you need to ensure your 

organisation's future, support growth, and attract, engage and retain top talent. 

So, add talent pool development to your 2013 resolutions/priorities. 

Enhancing employee performance with dynamic goal alignment/management 

The second key talent management strategy that every HR team needs to have in place is 

organisation centric goal management. 

Research from Gallup and others shows that employee engagement and performance is enhanced 

when employees know what is expected of them, feel that their job is important to the 

organisation's mission, and get regular feedback on their progress. 

So if you want to drive up employee performance, set up a process that ensures: 



  

 organisational goals are clearly communicated and are accessible to all employees 

 every employee has clear individual goals 

 individual employee goals are clearly linked to organisational goals so employees see 

how they are contributing to organisational success 

 employee progress on goals in monitored and communicated 

 organisational progress on goals in monitored and communicated 

  

You really need all five of these elements for effective goal alignment/management that 

encourages high performance. Yet it's surprising how many organisations still fail to link 

employee goals to organisational goals. And among those that do, many still fail to monitor and 

communicate progress on goals – which is one of the best ways to keep everyone engaged, 

accountable and aligned. 

Resolve to be better at talent management 

So to get ready for 2013 and beyond, make sure you've got talent management strategies in place 

that support your organisation's strategic plan, as well as the top HR priorities identified by 

global research. These basic actions will drive your success as well as your organisation's. 

Talent Management Challenges 

Interestingly, even with this diversity of perspectives, we found our views on today's top talent 

challenges to be surprisingly aligned. I thought you might like to see our list—and would love to 

hear your thoughts on things you're wrestling with that we missed. 

 

 

 

 



It faces the following opportunities and challenges: 

 Recruiting talent 

 Training and Developing talent 

 Retaining talent 

 Developing Leadership talent 

 Creating talented ethical culture 

Financial Perspective of talent management 

Talent management is becoming increasingly critical to an organization‘s bottom line and future 

success. The economic slowdown is one of many factors responsible for placing a new level of 

importance on talent management programs as they exist within an organization (considering 

tightened budgets are forcing companies to do more work with fewer employees.)   

Globalization is another factor; with many organizations viewing the entire world (not just a 

single country or regions) as the milieu in which they conduct business, it is required they learn 

to optimally manage talent on a global level.  

Also adding to the raised profile of talent management: today‘s workforce consists of multiple 

generations with sometimes widely divergent needs and career aspirations. Additionally, with 

technology increasing the speed at which business is conducted, organizations are under constant 

pressure to stay ahead of the talent management curve.  

  



  

 

  

CHAPTER -2 

STRATEGIC WORKFORCE PLANNING 

Workforce Planning is a continual process used to align the needs and priorities of the 

organization with those of its workforce to ensure it can meet its legislative, regulatory, service 

and production requirements and organizational objectives. Workforce Planning enables 

evidence based workforce development strategies.  

Workforce Planning Definitions 

Workforce Planning 

is the business process for ensuring that an organization has suitable access to talent (potential 

candidates that have the ability to undertake required activities including decisions making) to 

ensure future business success. Access to talent includes considering all potential resources 

(employment, contracting out, partnerships, changing business activities to modify the types of 

talent required, etc.). The cycle of workforce planning includes filling resource requests, 

analyzing resource utilization, forecasting capacity, managing and identifying the resources 

(human) to fill that capacity, and then restarting the cycle.  

Strategic Workforce Planning 

is the framework applied for Workforce Planning and Workforce Development, where the links 

between corporate and strategic objectives and their associated workforce implications are 

demonstrated. Strategic Workforce Planning takes into account the projected loss of knowledge 

through employee exits and the projected knowledge requirements for sustaining and progressing 

the business. Knowledge requirements may include technology, new skills, new roles, 

documentation of key workforce intelligence or new business demands. 



 

Operational Workforce Planning 

is initially processed based and focused on building understanding and capabilities in Workforce 

Planning, supported by simple tools, templates and techniques. Once established and practiced, 

these tools, templates and techniques can become more sophisticated and link to existing or new 

IT systems to enable Workforce Planning to be integrated into normal business practice.  

One of the more restrictive and potentially dangerous assumptions is that Strategic Planning is 

only about talent in the form of employees. Hiring is a strategy for accessing talent and will often 

be the superior one. However, the use of employees to meet talent needs carries with it unique 

risks that can be mitigated using alternative access sourcing arrangements. 

The Strategic Workforce Planning process is linked with the organization's strategy. It's 

important to identify the talent needs that could adversely impact business success. Once the 

business risks are recognized attention turns to schedule and timing, where organizations assess 

current internal capabilities. Implementation and execution are the final steps that follow. 

Workforce Analytics Approach 

An analytical approach is important as it provides a fact based method of understanding 

workforce behaviors. This analysis typically includes reviewing employee recruitment, 

promotion and turnover patterns. The analysis also uncovers the hidden causes of overtime, 

absenteeism, and low productivity. 

Steps in Workforce Planning 

There are five fundamental activities that make up a Workforce Plan: 

Environment Scan 

Environment Scanning is a form of business intelligence. In the context of Workforce Planning it 

is used to identify the set of facts or circumstances that surround a workforce situation or event. 

            



        Current Workforce Profile 

Current State is a profile of the demand and supply factors both internally and externally of the 

workforce the organization has today. 

Future Workforce View 

Future View is determining the organization‘s needs considering the emerging trends and issues 

identified during the Environment Scanning. 

Analysis and Targeted Future 

Once critical elements are identified through quantitative and qualitative analysis, the future 

targets that are the best fit in terms of business strategy and is achievable given the surrounding 

factors (internal/external, supply/demand) are determined. 

Closing the Gaps 

The process is about determining appropriate actions to close the gaps in order to deliver the 

targeted future. There are 8 key areas: 

Resourcing, Learning and Development, Remuneration, Industrial Relations, Recruitment, 

Retention, Knowledge Management, Job design. 

Workforce management (WFM) encompasses all the activities needed to maintain a 

productive workforce. Under the umbrella of human resource management, WFM is sometimes 

referred to as HRMS systems, or even part of ERP systems. Recently, the concept of workforce 

management has begun to evolve into workforce optimization. 

Specifically, workforce management includes 

 Payroll and benefits 

 HR administration 

 Employee self-services 

 Time and attendance 

 Career and succession planning / talent acquisition 



 Talent management and/or applicant tracking 

 Learning management and/or training management 

 Performance management 

 Forecasting and scheduling 

 Workforce tracking and emergency assist 

 Absence management 

Workforce management can also encompass field service management. This provides 

software to optimally plan and dispatch field service technicians and their properly stocked 

vehicles to a customer's location in a timely manner in order to deliver against their service 

commitments. Field service management will itself include elements of: 

 Demand management – to help forecast work orders to plan the number and expertise of 

staff that will be needed 

 Workforce scheduler – using predefined rules to automatically optimise the schedule and 

use of resources (people, parts, vehicles) 

 Workforce dispatcher – automatically assigning work orders within predefined zones to 

particular technicians 

 Mobile solutions – allowing dispatchers and technicians to communicate in real time 

In many markets and industries, workforce management is all about assigning the right 

employees with the right skills to the right job at the right time. The term is differentiated from 

traditional staff scheduling because staff scheduling is rooted to time management and simply 

manages the administration of past and future working times. 

This traditional approach has since evolved into the more integrated, demand-oriented workforce 

management, which includes changes in personnel requirements and objectives when optimising 

the scheduling of staff. Besides the two core aspects of demand-orientation and optimisation, 

workforce management may also incorporate: 

 forecasting of workload and required staff 

 integration of employees into the scheduling process 

 management of working times and accounts 



 analysis and monitoring of the entire process. 

The market for workforce management (WFM) is still quite young. In the eighties and nineties, 

entrepreneurs mainly focused on topics such as SCM (Supply Chain Management) or PPS 

(production planning systems) and, in recent years, on ERP (enterprise resource planning). As 

cost pressures have increased, managers have increasingly turned their attention towards HR 

issues. In all personnel-intensive industries, workforce management has become an important 

strategic element in corporate management. 

Workforce management software 

Workforce management solutions can be deployed enterprise-wide. While special software is 

commonly used in numerous areas such as ERP (enterprise resource planning), SLM (service 

lifecycle management), CRM (customer relationship management) and HR(human resources) 

management, the management of the workforce is often still handled by using spreadsheet 

programs or time recording. This often results in expensive overtime, non-productive idle times, 

high fluctuation rates, poor customer service and opportunity costs being incurred. 

In contrast, by using a software solution for demand-oriented workforce management, planners 

can optimise staffing by creating schedules that at all times conform as closely as possible to the 

actual requirement. At the same time, a WFM solution helps users to observe all relevant 

legislation, local agreements and the contracts of individual employees – including work-life 

balance guidelines. 

A key aspect of workforce management is scheduling. This is achieved by establishing likely 

demand by analysing historical data (such as the number and duration of customer contacts, sales 

figures, check-out transactions or orders to be handled). Many workforce management systems 

also offer manual adjustment capabilities. The calculated forecast values are then converted into 

actual staffing requirements by means of an algorithm that is adjusted to the particular use case. 

The algorithm itself is based on the work of Erlangthough most modern adaptations of WFM 

have shifted towards a richer state management, and optimizations to the original idea. 

Current and future staffing requirements, short-term peak loads, availabilities, holidays, budget 

allowances, skills, labour law-related restrictions, as well as wage and contractual terms have to 



be integrated into the planning process to guarantee optimal staff deployment. In the workforce 

management process, the integration of employees is an important factor. In several WFM 

systems, employees can log in their availability or planned absences and they can bid for specific 

shifts so long as they have the necessary skills for the activities planned for these shifts. 

Experience shows that professional workforce management systems realistically fulfil more than 

80 percent of employees‘ shift requests. Here, employee scheduling software guarantees the best 

possible synthesis of optimised staff schedules and employee requests. 

The more flexible the working time models and the more complex the staff scheduling becomes, 

the higher the requirements for correcttime management becomes. As time recording and 

accounting of working times are closely connected to scheduling, the integration of time 

management into the entire process is the logical consequence. Using workforce management 

systems, working times are booked exactly to the required time accounts and made available for 

payroll accounting by means of automated processes. 

Many software solutions offer a number of options for evaluating the planning in real-time, 

enabling short-term reactions to deviations from the forecasted demand or expected over- or 

understaffing. Control functions enable a permanent adaptation of the scheduled staff to the 

actual requirements. In other words, the optimization process allows for manual data adjustment 

in the case of short-term fluctuations in demand or unscheduled employee absences. 

Depending on the software provider, organizations have a choice to deploy the software in their 

own on-premise data center, or in the provider‘s private cloud. Workforce management is an 

appropriate type of system that organizations can access via the cloud through services such as 

application management and hosting. 

Workforce optimization 

Workforce management is itself evolving into a solution termed workforce optimization. This 

builds on workforce management to encompass all aspects of managing the complete workforce 

lifecycle and supports the business with key insights into how its workforce is performing. There 

is an emphasis not simply on improving operational efficiency or on managing the workforce 

effectively, but tying this to key business concepts such as the customer experience. The role of 

workforce optimization is to tie together siloed systems and bridge between the three main 



stakeholders of HR, operations and IT. This approach is business driven. It involves automating 

entire processes, making key data more visible to support better decision-making, ensuring 

compliance with a wide range of relevant legislation and solving business problems related to 

staff. Workforce optimization is best viewed as the next logical step in the move to optimise the 

performance of staff and to manage and understand the impacts of staff on both operational 

efficiency and the customer experience. 

Workforce management provides a common set of performance-based tools to support corporate 

management, frontline supervisors, store managers and workers across manufacturing, 

distribution, transportation, and retail operations. The starting point is a clear definition of the 

work required through engineered standards and optimal methods for performing each task as 

efficiently and safely as possible. Based on this foundation and demand-based forecasts, workers 

are scheduled, tasks assigned, performance is measured, feedback is provided and incentives are 

computed and paid. In addition, online training is provided along with supervisor-based coaching 

to bring all workers up to required levels of proficiency. It is a complete approach designed to 

make a workforce as productive as possible, reduce labor costs, and improve customer service.. 

  

  



 

CHAPTER -3 

PERFORMANCE MEASUREMENT 

 

Performance measurement is the process of collecting, analyzing and/or reporting information 

regarding the performance of an individual, group, organization, system or component. It can 

involve studying processes/strategies within organizations, or studyingengineering 

processes/parameters/phenomena, to see whether output are in line with what was intended or 

should have been achieved. 

Performance measurement in education 

Performance measurement has been defined by Neely as ―the process of quantifying the 

efficiency and effectiveness of past actions‖, while Moullin] defines it as "the process of 

evaluating how well organisations are managed and the value they deliver for customers and 

other stakeholders‖. Discussion on the relative merits of these definitions appeared in several 

articles in the newsletter of the Performance Management Association.  

Good performance is the criterion whereby an organization determines its capability to prevail. 

Performance measurement estimates the parameters under which programs, investments, and 

acquisitions are reaching the targeted results. However, a model for performance set faulty may 

depict a disadvantageous situation which does not support the organization nor the thriving to the 

set aims. 

 

All process of measuring performance requires the use of statisticalmodeling to determine 

results. A full scope copy of the performance of an organization can never be obtained, as 

generally some of the parameters cannot be measured directly but must be estimated via indirect 

observation and as a complete set of records never delivers an assessment without compression 

to key figures. 



Several performance measurement systems are in use today, and each has its own group of 

supporters. For example, the Balanced Scorecard(Kaplan and Norton, 1993, 1996, 2001), 

Performance Prism (Neely, 2002), and the Cambridge Performance Measurement Process 

(Neely, 1996) are designed for business-wide implementation; and the approaches of the TPM 

Process (Jones and Schilling, 2000), 7-step TPM Process (Zigon, 1999), and Total Measurement 

Development Method (TMDM) (Tarkenton Productivity Group, 2000) are specific for team-

based structures. With continued research efforts and the test of time, the best-of-breed theories 

that help organizations structure and implement its performance measurement system should 

emerge. 

Although the Balanced Scorecard has become very popular, there is no single version of the 

model that has been universally accepted. The diversity and unique requirements of different 

enterprises suggest that no one-size-fits-all approach will ever do the job. Gamble, Strickland 

and Thompson (2007, p. 31) list ten financial objectives and nine strategic objectives involved 

with a balanced scorecard. 

Performance measurement in engineering 

Performance measurement are carried out in the design, building, operation and maintenance of 

systems, machines, devices, structures, materials and processes. In design, performance 

measurement can be of physical properties, parameters, etc., while inmaintenance, repair, and 

operations, and reliability engineering, failures, downtime, uptime, maintainability and OEE are 

common measures. 

 

Eight Steps to a New Performance Measurement System 

Performance is an important part of any measurement based management system 

This eight-step process for creating a new performance measurement system is based on our 

experiences with a number of organizations. 



Before you start, your organization should establish a core team to carry the performance 

measurement system design process forward. Though the system is never finished, it should take 

only a year or so to get something in place. 

The eight steps of the design process are: 

1. Understand and map business structures and processes. This forces those setting out to design 

a performance measurement system to think through and reacquaint themselves with the 

organization, its competitive position, the environment it exists in and its business processes. 

After participating in this exercise, most managers agree the effort is a welcome break from day 

to day operations and an opportunity to revisit some of the organization's strategic issues. 

2. Develop business performance priorities. The performance measurement system should 

support the stakeholders' requirements from the organization's strategy through to its business 

processes. This order of priorities must be in place well before the process enters the actual 

design phases. 

3. Understand the current performance measurement system. Every organization has some kind 

of measurement system in place. For this reason, there are basically two ways to approach the 

design and implementation of a new performance measurement system. You can either scrap the 

old system and introduce the new one as a replacement, or you can redevelop the existing 

system. Both approaches can work, but the former approach is more likely to lead to trouble. 

People will cling to the old measurement system and either use both systems simultaneously or 

use the old one and simply go through the motions of the new one. You can eliminate this 

outcome by taking the latter approach. 

4. Develop performance indicators. The most important element of a performance measurement 

system is the set of performance indicators you will use to measure your organization's 

performance and business processes. This is the point in the design process where the top-down 

cascading approach meets the bottom-up design approach and where the broad masses of the 

organization become involved. The purpose of this step is to develop the performance 

measurement system with an appropriate number of relevant and precise performance indicators. 

 



5. Decide how to collect the required data. Developing perfect performance indicators that will 

tell you everything you ever wanted to know about what goes on in your organization is one 

thing, but being able to collect the data required to calculate these performance indicators is a 

completely different matter. This issue must initially be ad-dressed during the development of 

the performance indicators so you avoid selecting those that can never actually be measured. 

Remember, the proliferation of modern enterprise resource planning systems has turned this into 

an exercise in figuring out which data can be extracted from the systems' data warehouses. 

6. Design reporting and performance data presentation formats. In this step, you decide how the 

performance data will be presented to the users; how the users should apply the performance data 

for management, monitoring and improvement; and who will have access to performance data. 

After you finish, you should have a performance measurement system that has a solid place in 

your organization's overall measurement based management system. 

7. Test and adjust the performance measurement system. Your first pass at the performance 

measurement system will probably not be completely right--there are bound to be performance 

indicators that do not work as intended, conflicting indicators, undesirable behavior and 

problems with data availability. This is to be expected. In this step you should extensively test 

the system and adjust the elements that do not work as planned. As a result, you will have a 

system where the main quirks have been eliminated; however, your system will still not be 

perfect. A performance measurement system should be construed as a never ending journey 

toward perfection. 

8. Implement the performance measurement system. Now it's time to put your system to use. 

This is when the system is officially in place and all can start using it. This step involves issues 

such as managing user access, training, and demonstrating the system is important and will be 

used. 

Remember, this is not an absolute process that needs to be followed to the letter to work. In some 

cases, one or more steps may be superfluous; in others, additional steps may be needed. You 

know your organization better than we do, so it's up to you to make the necessary adjustments to 

the process to maximize the probability of the system's success. 

 



Top Ten Reasons for a Performance Measurement System 

1. It improves the bottom line by reducing process cost and improving productivity and mission 

effectiveness. 

2. A performance measurement system such as the Balanced Scorecard allows an agency to align 

its strategic activities to the strategic plan. It permits -- often for the first time -- real deployment 

and implementation of the strategy on a continuous basis. With it, an agency can get feedback 

needed to guide the planning efforts. Without it, an agency is 'flying blind'. 

3. Measurement of process efficiency provides a rational basis for selecting what business 

process improvements to make first. 

4. It allows managers to identify best practices in an organization and expand their usage 

elsewhere. 

5. The visibility provided by a measurement system supports better and faster budget decisions 

and control of processes in the organization. This means it can reduce risk. 

6. Visibility provides accountability and incentives based on real data, not anecdotes and 

subjective judgements. This serves for reinforcement and the motivation that comes from 

competition. 

7. It permits benchmarking of process performance against outside organizations. 

8. Collection of process cost data for many past projects allows us to learn how to estimate costs 

more accurately for future projects. 

9. If you are in a US Federal agency, it's the law. The Government Performance and Results Act 

of 1993 requires a strategic plan, and a method of measuring the performance of strategic 

initiatives. 

10. It can raise you agency's Baldrige score, which can serve to increase its long-term chances of 

survival. 

 



Establishing an Integrated Performance Measurement System  ** Revised 11/16/01!** This 

document is the second volume in our six-volume performance-based management handbook. It 

is divided into six sections covering:  Understanding Performance Measurement - A thorough 

education of "the in‘s and out‘s" of performance measurement; Establishing An Integrated 

Performance Measurement System - An explanation of the components of an integrated 

performance measurement system; Choosing A Performance Measurement Framework - A 

discussion of the balanced approach to performance measurement and several frameworks that 

incorporate this approach, including the Balanced Scorecard, the "Critical Few" set of measures, 

performance dashboards, and the Baldrige Quality Award criteria; Developing Performance 

Measures—Getting Organized - A look at the things you need to do before you start developing 

your performance measures; Developing Performance Measures—Sample Approaches - Three 

useful and successful approaches to developing performance measures; and Maintaining An 

Integrated Performance Measurement System - A review of a series of "maintenance checks" 

you can perform to maintain an effective performance measurement system. 

• How to Measure Performance---A Handbook of Techniques and Tools  This document is 

our first handbook. Published in 1995, it contains an overview of performance measurement; 

three approaches to developing performance measures; sections on performance indexing, data 

analysis, and reporting techniques; a thorough glossary of terms; an inclusive list of references; a 

substantial list of sample performance measures; and a case study using one of the approaches to 

developing performance measures. (Also available in PDF format.) 

 

• Guidelines for Performance Measurement (DOE G 120.1-5) This document helps DOE 

Federal and contractor employees understand, develop, use, and improve performance 

measurement in a coordinated manner. This is the first DOE complex-wide guidance in this area. 

The document will contribute to your understanding of what is required by law, how you can 

meet those statutory requirements, and thereby demonstrate the effectiveness of your 

organization to Congress and the public. This document is not prescriptive. It does not assign 

roles and responsibilities nor does it mandate how to do performance measurement in your 

organization. (Note: These guidelines were prepared by the DOE Performance Measurement 

Coordination Team that was championed by the DOE Office of Policy and International Affairs 



and Office of Human Resources and Administration. Many PBM SIG Steering Committee 

members and general SIG members contributed to the production of this document.) 

• A Brief Overview of Performance Measurement in the U.S. Department of Energy This 

document, produced in November of 1997, was offered to the PBM SIG membership as a way of 

looking back to the origins of performance-based management in the Department and also as a 

brief guide for those who are not closely involved in performance measurement in their work, 

but who, with the implementation of performance-based management across the DOE complex, 

soon will have to be. The information contained herein represents a brief overview of 

information and concepts expressed in the two documents, How to Measure Performance—A 

Handbook of Techniques and Tools and Guidelines for Performance Measurement (DOE G 

120.1-5), and is not intended to be an all-encompassing, in-depth presentation of said 

information and concepts. Persons wishing further information should consult these 

aforementioned documents as well as the references listed within them. 

• A Guide to Strategically Planning Training and Measuring Results  Prepared by the 

Office of Workforce Relations at the U.S. Office of Personnel Management (OPM), the first 

section is an Executive Overview - Making a Strategic Investment in Training. Subsequent 

sections are: Step 1: Analyze Established Goals to Identify Training Requirements; Step 2: 

Develop Training Strategies to Achieve Goals; Step 3: Integrate Training Into Strategic Plans; 

and Step 4: Evaluate Training Goal Accomplishments. One objective of the OPM Guide is to 

help agencies meet President Clinton's January 1999 Executive Order that directed agencies to 

set goals and performance measures for training as part of the annual budget process. Agencies 

must also identify the resources needed to meet those goals. OPM intends the guide as a primer 

in helping agencies "begin to create long-term workforce investment strategies and plans". OPM 

expects the step-by-step guide to encourage agencies to incorporate training plans into their FY 

2002 budgets and beyond. 

• Balancing Measures: Best Practices in Performance Management  A National Partnership 

for Reinventing Government (NPR) document] In their groundbreaking Harvard Business 

Review article, Robert S. Kaplan and David P. Norton introduced the concept of the Balanced 

Scorecard to the private sector. This article, and subsequent works by them, discusses private 

sector efforts to align corporate initiatives with the need to meet customer and shareholder 



expectations. This study looks at how these efforts relate to, and are being replicated within, the 

public sector. It examines the ways and means by which government organizations are trying to 

include customers, stakeholders, and employees in their performance management efforts—to 

reach some balance among the needs and opinions of these groups along with the achievement of 

the organization‘s stated mission. All of the organizations that served as partners in preparing 

this report have had some level of success in doing this. 

• Serving the American Public: Best Practices in Performance Measurement  National 

Partnership for Reinventing Government (NPR) document] This report documents the NPR 

Performance Measurement Study Team's findings, and will be a useful tool for public and 

private leaders and managers in identifying and applying best-in-class performance measurement 

and performance management practices. 

• Performance Measurement of Research and Development (R&D) Activities  It is 

recognized that the measurement of research and development activities presents several unique 

problems when attempting to apply more traditional techniques of performance measurement 

and requisite data collection. The following discussion will focus on a approach being used by 

the Army Research Laboratory (ARL) as highlighted in an article by Mr. Edward Brown entitled, 

"Measuring Performance at the Army Research Laboratory: The Performance Evaluation 

Construct." 

 

  

  



 

CHAPTER  4 

POTENTIAL MEASUREMENT 

people performance potential model 

a simple group-profiling matrix tool for teams and organizations 

This elegant and simple model has been around in various forms for many years. Its precise 

origins are not clear. The model appears in different formats, with different terminology - and no 

doubt different titles of the model itself - although by implication the basic structure is constant, 

relying on a four-part 2 x 2 matrix, which is a common method of classification in management 

and beyond. 

The purpose of the model is to enable a simple assessment and representation of the mixture of 

types (according to potential and performance) within any work group or team, but it is a 

relatively blunt instrument and is neither designed nor recommended for detailed individual staff 

assessment. 

The model provides a quick view or perspective of a group profile that often is elusive in 

complex human resources audits, and can assist in making investment decisions, although this 

apparently early purpose of the model should be approached with care given the more 

sophisticated expectations and considerations of modern organizational management. 

It is therefore ideal for presentations and for reflecting a complex situation using a simple 

graphic. The model is not for individual counselling and development, other than for reference 

and interest alongside more accurate and objective individual assessment tools and processes. 

The 'people potential performance model' (or whatever else it might be called) is especially 

useful in illustrating clearly and broadly the mix or profile of quite large groups of people within 

a human resources or organizational planning context. It's also helpful in understanding, 

determining, and explaining the different treatment that is appropriate for different categories of 

people with a group, according to local definitions and implications. 



 

The model can also be used to show an ideal mix, and an actual mix, and thereby highlight the 

gap or difference, from an overall strategic viewpoint. 

It can be a useful supplementary tool or reference point alongside more detailed and complex 

appraisals and training needs analysis processes. 

The model also has a good training and educational value, which is why it's featured here. It can 

help managers and leaders to understand that people are different, have different needs, and can 

be helped in different ways and directions, appropriate to their situation. 

 people potential performance model 

Bear in mind that the descriptive terminology can be adapted to suit the situation and it is likely 

that the terms below have been adapted from those used when the model was first defined. The 

notes in each quadrant are just a few examples of the sort of different responses and actions 

appropriate for each type. 

  low potential high potential 

high 

performance 

backbone > 

 

high performance low potential 

Acknowledge effort and 

contribution. 

Utilize as coaches and mentors. 

Look for each person's hidden 

high potential, undiscovered 

passions, etc., and offer new 

challenges and responsibilities 

as appropriate, so these people 

too can be stars, to any extent 

they are comfortable. 

stars  

 

high performance high potential 

Agree challenging stretching 

work, projects, career 

development, responsibilities, or 

these people are likely to leave. 

Give appropriately stretching 

coaching, mentoring, training. 

Explore and encourage 

leadership and role-model 

opportunities, to set and raise 

standards of other staff. 



low performance 

icebergs ^ or > 

 

low performance low potential 

Counsel, build trust, understand 

issues. 

Identify hidden potential. 

Facilitate more fitting roles, 

direction, purpose, 

opportunities, etc., linked with 

and perhaps dependent on 

performance improvement. 

Failing this, assist or enable 

move out of organization if best 

for all concerned. 

problem children ^  

 

low performance high potential 

Confirm and acknowledge 

potential. 

Counsel, build trust, understand 

issues. 

Explore and agree ways to utilize 

and develop identified potential 

via fitting tasks and 

responsibilities, linked with and 

perhaps dependent on 

performance improvement. 

Explore attachment to backbone 

or star mentors and coaches. 

 

using the 'people performance potential' model 

The model can be used both to visualize or represent the ideal or required staffing profile of a 

group or organization, and separately, the actual staffing profile, according to the categories in 

the model, and thereby to see graphically and quickly the difference or gap between the two, i.e., 

in terms of staff mix, 'what mix do we need' versus 'what mix do we have'? 

As such it is a powerful tool for reflecting, seeing a complex picture simply and quickly, and 

therefore for presentation too. 

Since the model enables very quick easy illustration or demonstration of a complex set of 

people-related factors that are highly significant for organizational performance and 

development, the tool is very useful for executives and executive discussions, presentations, 

reports and planning documents, etc. 



While the model provides a quick simple easily-understood snapshot, remember it is not in itself 

a sophisticated or precise instrument for individual assessment. 

Scoring questionnaries can be developed and used (see the example questionnaire/templete for 

the performance/potential matrix below), or data may be used from performance appraisals and 

other assessment tools, however the model will always be a broad indicator and is not 

recommended ever to be used in isolation to make important decisions about people'd 

development and future careers. 

As such, care must be taken when matching people to the categories. Ensure this is done 

consistently, and also ensure that appropriate supporting assessment methods are utilized for 

detailed action planning and to support discussions with individuals. 

As with any assessment indicator, people have a right to see how they have been graded, and to 

be involved in the process at all stages. Accordingly great sensitivity is required when explaining 

the system, and efforts shopuld be made to temper potential disappointments with 

encouragements and opportunities to improve, with support as appropriate. 

When using the model it is important to state any the assumptions, and the necessary criteria and 

measurement methods used in populating the categories. 

You can adapt the model to suit your own situation, notably the terminology for the two axes and 

each quadrant, and also the criteria and definitions applicable to each quadrant. 

If using a scoring system, the total scores for Performance and Potential equate to one of the four 

quadrant positions in the People-Performance-Potential Matrix. Scoring may also enable more 

detailed 'mapping' of positions of people within quadrants according to actual scores. Beware 

however of trying to make the model and assessment of people be overly sophisticated and 

detailed. It is a simple tool. Try to keep its usage simple and understandable too. 

  



questionnaire for positioning people in the performance/potential matrix 

model 

Here is a simple quick example of a questionnaire which can be used to match people to 

categories in the 'People-Performance-Potential Matrix', described above. It's an example. You 

can adapt it, simplify or expand it, according to your own situation. 

It is very important that: 

• assessments and scoring of people's performance and potential is conducted in a 

 consistent and fair way, and 

• explanations and transparency of the process are managed sensitively and positively - 

 everyone can be developed. 

'people performance potential matrix model' questionnaire - 

template/example 

Agree a score for each of these factors with each employee (using evidence 

and/or discussion as appropriate). Where factors are irrelevant remove them 

and adjust high/low total interpretation accordingly: 

Scoring scale: 1 - 4. Scoring key: 1= needs improving, 2 = 

satisfactory, 3 = good, 4 = excellent. (Interpretation for model 

positioning: 1-2 = low, 3-4 = high.) 

Score 

(1-4) 

1. Performance (factors relating to current job role - assess in detail as 

required, or import from appraisal/other assessment system)     

1.1 Job skills   

1.2 Job/product/technical knowledge   

1.3 Attitude and behaviour (US-English: behavior)   

1.4 Commitment and flexibility   

1.5 Effectiveness and results (mindful of obstacles, mitigation,   



situation) 

1.6 Working relationships   

Performance total (up to and including 12 = low; 13 and over = 

high) 
  

2. Potential (is there clear evidence of existing or developing [factors stated 

below] required beyond current role? N.B. scoring refers to evidenced 

potential, not to current level.)   

2.1 Capabilities   

2.2 Knowledge   

2.3 Attitude/behavior   

2.4 Commitment and flexibility        

2.5 Strategic awareness and effectiveness     

2.6 Working relationships     

Potential total (up to and including 12 = low; 13 and over = high)   

The total scores for Performance and Potential equate to one of the four 

quadrant positions in the People-Performance-Potential Matrix. Conversion 

of scores to a matrix quadrant may simply be to a quandrant according to 

high or low classification, or may instead enable more detailed 'mapping' of 

positions within quadrants according to actual scores.   

© Alan Chapman, Businessballs.com, 2013 - see model and explanation at 

www.businessballs.com/people_performance_potential_model.htm   

 

The scoring rationale used in the questionnaire template above assumes that a grading of 

'satisfactory' does not represent 'high' performance or potential. If your own organizational 



situation considers 'satisfactory' as a 'high' level of performance or potential then amend the 

scoring terminology accordingly. 

 

  

  



CHAPTER - 5 

HRMS OR HRIS 

 

A Human Resources Management System (HRMS) or Human Resources Information System 

(HRIS), refers to the systems and processes at the intersection between human resource 

management (HRM) and information technology. It merges HRM as a discipline and in 

particular its basic HR activities and processes with the information technology field, whereas 

the programming of data processing systems evolved into standardized routines and packages of 

enterprise resource planning (ERP) software. On the whole, these ERP systems have their origin 

on software that integrates information from different applications into one universal database. 

The linkage of its financial and human resource modules through one database is the most 

important distinction to the individually and proprietary developed predecessors, which makes 

this software application both rigid and flexible. 

 

The function of human resources (HR) departments is generally administrative and common to 

all organizations. Organizations may have formalized selection, evaluation, and payroll 

processes. Efficient and effective management of "human capital" progressed to an increasingly 

imperative and complex process. The HR function consists of tracking existing employee data 

which traditionally includes personal histories, skills, capabilities, accomplishments and salary. 

To reduce the manual workload of these administrative activities, organizations began to 

electronically automate many of these processes by introducing specialized human resource 

management systems. HR executives rely on internal or external IT professionals to develop and 

maintain an integrated HRMS. Before the client–server architecture evolved in the late 1980s, 

many HR automation processes were relegated to mainframe computers that could handle large 

amounts of data transactions. In consequence of the high capital investment necessary to buy or 

program proprietary software, these internally developed HRMS were limited to organizations 

that possessed a large amount of capital. The advent of client–server,application service 

provider, and software as a service (SaaS) or human resource management systems enabled 



increasingly higher administrative control of such systems. Currently human resource 

management systems encompass: 

1. Payroll 

2. Time and attendance 

3. Performance appraisal 

4. Benefits administration 

5. HR management information system 

6. Recruiting/Learning management 

7. Performance record 

8. Employee self-service 

9. Scheduling 

10. Absence management 

11. Analytics 

 

The payroll module automates the pay process by gathering data on employee time and 

attendance, calculating various deductions and taxes, and generating periodic pay cheques and 

employee tax reports. Data is generally fed from the human resources and time keeping modules 

to calculate automatic deposit and manual cheque writing capabilities. This module can 

encompass all employee-related transactions as well as integrate with existing financial 

management systems. 

The time and attendance module gathers standardized time and work related efforts. The most 

advanced modules provide broad flexibility in data collection methods, labor distribution 

capabilities and data analysis features. Cost analysis and efficiency metrics are the primary 

functions. 

The benefits administration module provides a system for organizations to administer and track 

employee participation in benefits programs. These typically encompass insurance, 

compensation, profit sharing and retirement. 

 



The HR management module is a component covering many other HR aspects from application 

to retirement. The system records basic demographic and address data, selection, training and 

development, capabilities and skills management, compensation planning records and other 

related activities. Leading edge systems provide the ability to "read" applications and enter 

relevant data to applicable database fields, notify employers and provide position management 

and position control. Human resource management function involves the recruitment, placement, 

evaluation, compensation and development of the employees of an organization. Initially, 

businesses used computer based information systems to: 

 produce pay checks and payroll reports; 

 maintain personnel records; 

 pursue talent management. 

Online recruiting has become one of the primary methods employed by HR departments to 

garner potential candidates for available positions within an organization. Talent management 

systems typically encompass: 

 analyzing personnel usage within an organization; 

 identifying potential applicants; 

 recruiting through company-facing listings; 

 recruiting through online recruiting sites or publications that market to both 

recruiters and applicants. 

The significant cost incurred in maintaining an organized recruitment effort, cross-posting within 

and across general or industry-specific job boards and maintaining a competitive exposure of 

availabilities has given rise to the development of a dedicated applicant tracking system, or 

'ATS', module. 

The training module provides a system for organizations to administer and track employee 

training and development efforts. The system, normally called a "learning management system" 

(LMS) if a stand alone product, allows HR to track education, qualifications and skills of the 

employees, as well as outlining what training courses, books, CDs, web based learning or 

materials are available to develop which skills. Courses can then be offered in date specific 



sessions, with delegates and training resources being mapped and managed within the same 

system. Sophisticated LMS allow managers to approve training, budgets and calendars alongside 

performance management and appraisal metrics. 

The employee self-service module allows employees to query HR related data and perform some 

HR transactions over the system. Employees may query their attendance record from the system 

without asking the information from HR personnel. The module also lets supervisors approve 

O.T. requests from their subordinates through the system without overloading the task on HR 

department. 

Many organizations have gone beyond the traditional functions and developed human resource 

management information systems, which support recruitment, selection, hiring, job placement, 

performance appraisals, employee benefit analysis, health, safety and security, while others 

integrate an outsourced applicant tracking system that encompasses a subset of the above. 

Assigning responsibilities communication between the employees. 

The Analytics module enables organizations to extend the value of an HRMS implementation by 

extracting HR related data for use with other business intelligence platforms. For example, 

organizations combine HR metrics with other business data to identify trends and anomalies in 

headcount in order to better predict the impact of employee turnover on future output. 

 

An HRIS, which is also known as a human resource information system or human resource 

management system (HRMS), is basically an intersection of human resources and information 

technology through a HR software solution. This allows HR activities and processes to occur 

electronically. 

To put it another way, an HRIS may be viewed as a way, through software, for businesses big 

and small to take care of a number of activities, including those related to human resources, 

accounting, management, and payroll. An HRIS allows a company to plan its HR costs more 

effectively, as well as to manage them and control them without needing to allocate too many 

resources toward them. 



 

In most situations, an HRIS will also lead to increases in efficiency when it comes to making 

decisions in HR. The decisions made should also increase in quality—and as a result, the 

productivity of both employees and manages should increase and become more effective. 

Solutions offered by HRIS 

There are a number of solutions offered to a company that adopts an HRIS. Some of these 

include solutions in training, payroll, HR, compliance, and recruiting. The majority of quality 

HRIS systems include flexible designs that feature databases that are integrated with a wide 

range of features available. Ideally, they will also include the ability to create reports and analyze 

information quickly and accurately, in order to  

make the workforce easier to manage. 

Through the efficiency advantages conferred by an HRIS, an HR administrator can obtain many 

hours of his or her day back instead of spending these hours dealing with non-strategic, mundane 

tasks required to run the administrative-side of HR. 

Similarly, an HRIS allows employees to exchange information with greater ease and without the 

need for paper through the provision of a single location for announcements, external web links, 

and company policies. This location is designed to be centralized and accessed easily from 

anywhere within the company, which also serves to reduce redundancy within the organization. 

For example, when employees wish to complete frequently recurring activities such as requests 

for time off or electronic pay stubs and changes in W-4 forms—such procedures can be taken 

care of in an automated fashion without the need for human supervision or intervention. As a 

result, less paperwork occurs and approvals, when deigned, may be appropriated more efficiently 

and in less time. 

The HR and Payroll Factors 

When a company invests in an affordable HRIS, it suddenly becomes capable of handling its 

workforce by looking at two of the primary components: that of payroll and that of HR. Beyond 

these software solutions, companies also invest in HRIS modules that help them put the full 



productivity of their workforce to use, including the varied experiences, talents, and skills of all 

staff within the enterprise. 

HRIS Popular Modules 

A range of popular modules are available, including those for recruiting, such as resume and 

applicant management, attendance, email alerts, employee self-service, organizational charts, the 

administration of benefits, succession planning, rapid report production, and tracking of 

employee training. 

HRIS Summary 

In conclusion, it is important to choose the right HRIS. A company that takes the time to invest 

in an HRIS that fits their goals, objectives, mission, and values, is a company that is investing in 

its future and in its success. It will be necessary to customize any HRIS to the unique needs of a 

company so the system will remain flexible and relevant throughout the life of the company or 

enterprise. For more informative HRIS resources, be sure to check out our vast HRIS Database. 

HRIS System 

Ready to find the perfect HRIS system for your organization? Simply go to our HRIS Selection 

Wizardtoday to find the right HRIS vendor for your company today! 

The Human Resource Information System (HRIS) is a software or online solution for the data 

entry, data tracking, and data information needs of the Human Resources, payroll, management, 

and accounting functions within a business. Normally packaged as a data base, hundreds of 

companies sell some form of HRIS and every HRIS has different capabilities. Pick your HRIS 

carefully based on the capabilities you need in your company. 

Typically, the better The Human Resource Information Systems (HRIS) provide overall: 

 Management of all employee information. 

 Reporting and analysis of employee information. 

 Company-related documents such as employee handbooks, emergency evacuation 

 procedures, and safety guidelines. 



 Benefits administration including enrollment, status changes, and personal 

information  updating. 

 Complete integration with payroll and other company financial software and 

accounting  systems. 

 Applicant tracking and resume management. 

 The HRIS that most effectively serves companies tracks: 

 attendance and PTO use, 

 pay raises and history, 

 pay grades and positions held, 

 performance development plans, 

 training received, 

 disciplinary action received, 

 personal employee information, and occasionally, 

 management and key employee succession plans, 

 high potential employee identification, and 

 applicant tracking, interviewing, and selection. 

An effective HRIS provides information on just about anything the company needs to track and 

analyze about employees, former employees, and applicants. Your company will need to select a 

Human Resources Information System and customize it to meet your needs. 

With an appropriate HRIS, Human Resources staff enables employees to do their own benefits 

updates and address changes, thus freeing HR staff for more strategic functions. Additionally, 

data necessary for employee management, knowledge development, career growth and 

development, and equal treatment is facilitated. Finally, managers can access the information 

they need to legally, ethically, and effectively support the success of their reporting employees. 

 

  

  



 

CHAPTER - 6 

COMPETENCY BASED MANAGEMENT 

Competency-based human resources planning serves as a link between human resources 

management and the overall strategic plan of an organization. Competencies are defined as 

observable abilities, skills, knowledge, motivations or traits defined in terms of the behaviours 

needed for successful job performance. 

Competency-based management supports the integration of human resources planning with 

business planning by allowing organizations to assess the current human resource capacity based 

on their competencies against the capacity needed to achieve the vision, mission and business 

goals of the organization. Targeted human resource strategies, plans and programs to address 

gaps (e.g., hiring and staffing; learning; career development; succession management; etc.) are 

then designed, developed and implemented to close the gaps. 

Purpose 

While competencies are not new to most organizations, what is new is their increased application 

across varied human resource functions (i.e., recruitment/selection; learning and development, 

performance management, career development and succession planning, human resource 

planning). Organizations are looking for new ways to acquire, manage and retain the precious 

talent needed to achieve their business goals. 

Properly designed, competencies translate the strategic vision and goals for the organization into 

behaviours or actions employees must display for the organization to be successful. 

Competency-based Management (CBM) standardizes and integrates all HR activities based on 

competencies that support organizational goals. 

Connecting CBM to Organizational Execution 

 



CBM solutions typically provide input into and drive all aspects of employee career 

development. This allows organizations to improve productivity in most areas of human capital 

managementhuman resources. CBM is typically referred to as "strategic" in that it attempts to 

link organizational planning to job execution. 

 Strategic human resource planning 

 Competency architecture 

 Competency dictionary 

 Competency-based recruitment 

 Competency-based learning 

 Competency-based performance management 

 Competency-based career development 

 

The role of CBM is to shape and guide employee behaviour from "hire to retire". CBM helps 

Talent acquisition, Performance Management and Learning Management Systems to be more 

effective by assessing employees' skills and competencies. CBM also facilitates gap discovery 

and suggests learning methods (on the job, literature or formal courses) to help improve 

employee effectiveness. 

Competitive market 

The so-called war for talent has driven a marked increase of attention and investment in the 

talent management space as new vendors continue to enter to support an ever-growing demand 

for strategic human resources applications. Many of these competitors have entered via the 

software as a service (SaaS) delivery model, affording small and medium business (SMB) new 

less-costly options. Competency-based management systems define the job to be down and the 

consequent required skills to perform said job. The outputs of CBM systems are parameters input 

into production talent management systems. 

  



Competency based management 

The Competency Management and Development System is designed to provide a comprehensive 

competency based approach to ensure workers understand their specific job requirements and 

provide a credible record of achieved skills. The system is designed to be competency based, on-

line, skill profile oriented and third party audited to meet the requirements of due diligence. 

The competencies are developed by workers in industry to reflect the work they do within their 

facility. Because it is experienced workers who develop the competencies, it ensures they are 

relevant and acceptable to the workplace. 

Evaluation of employee competency is based on self assessment, prior learning assessment and a 

subject matter expert validation of work. Training needs identified by the competency 

assessment process can be fulfilled with remedial training available at all times using the CD-

ROM based training materials, available online training, or other instructor lead seminars and 

training. It addresses industry-related training as well as other workplace skills, such as 

communication, computer literacy and interpersonal relations. 

Currently the system serves about 5,000 employees and contractors across Canada, in nearly 100 

major energy companies -- including several multinationals. The program has been accepted by 

several post-secondary institutions, with Certificate and Diploma development led by Lakeland 

College. 

Providing first-rate service is complicated business. It involves both service providers 

(organizations and their employees) and service receivers (the customers, patients, guests, etc.). 

With each service event, the provider either demonstrates true competence or fails miser- ably at 

meeting the needs and expectations of those being served. The inherent complexity of each 

service event, with its own set of unique and variable inputs, process elements and outputs, 

means that existing ― jobs‖ or ―roles‖ must often change, merge and extend. This is especially 

true as organizations plan strategically for short- term and long-term demand. 

As organizations exist in a constant state of flux, flexibility and ambiguity, they can no longer 

rely solely on job- or task-based methods for identifying and developing competent and effective 

employees. Such approaches to talent management usually involve the identification and 



assessment of a core set of necessary knowledge, skills, abilities and other characteristics that are 

empirically associated with the effective performance of critical job tasks in a specific job. This 

approach works very well in situations where sampling of the job tasks is straightforward and 

where it is possible to easily track and quantify task performance. 

What happens, however, when one‘s job tasks vary so substantially from day to day that there is 

not an easily identifiable single set of required skills or capabilities? What if the primary job 

tasks are accomplished via a wide variety of behavioral approaches? And what about situations 

in which an employee‘s performance metrics are not fully within that employee‘s control, but 

rather are the result of a very complex interaction between one person and another, within a 

changing work context? These questions come up in many of today ‘s complex service 

environments and highlight some of the challenges associated with relying only on a job-task and 

job-fit based approach to identifying new talent for a service-providing organization. 

Questions like these have also led many organizational decision makers and assessment 

specialists to offer alternative approaches to measuring and developing employee capabilities, 

and identifying individuals‘ fit within the broader organization. An increasingly common 

approach involves focusing on workers‘ competencies. Working with competencies is difficult, 

however, due to the challenge of defining these competencies and a tendency to focus on aspects 

of the job rather than characteristics or qualities of the person. Despite these challenges, the 

powerful utility of a competency- based approach should encourage many service organizations 

to seriously consider adjusting their talent management strategies and practices. 

Understanding Competencies 

Many definitions of competencies can be found in existing assessment and business literature. 

Most definitions suggest that competencies reflect underlying characteristics of individuals that 

are closely associated with certain behavioral tendencies or capabilities. These, in turn, are 

expected to lead to competent performance within the work domain. In many cases, a person‘s 

competencies may align closely with his/her personality traits or underlying motives. A 

competency, there- fore, represents something more than a basic knowledge, skill or ability 

requirement for a job. 

 



Competency-based talent management is broadly appealing because it is so intuitively linked to 

the ultimate talent management goal: successfully building and maintaining a competent (i.e., 

effective or, better still, high-performing) workforce. The implication is that by hiring 

individuals who possess the right competencies (behavioral tendencies and capabilities) an 

organization can increase the overall competence of its workforce and its ability to do the work 

at hand. The ability to link competencies within individual workers to demonstrated competence 

on the job is especially appealing for organizations that have typically had difficulty quantifying 

performance quality. For instance, how does one define good service? A useful definition will 

vary greatly from one service event to another, and it is entirely possible that a variety of 

behavioral approaches can all lead to equally positive service outcomes. Instead of attempting to 

define effective performance in terms of a well-defined task, the challenge in this type of 

situation is in capturing those service-related behaviors that are most likely to lead to a positive 

customer reaction. This is where a focus on competencies can make sense. 

In these situations it is also easy to see how competency- based talent management can facilitate 

and guide short- and long-term learning and development initiatives within service organizations. 

Such an approach to talent management can help organizations identify and recognize top 

performers, while simultaneously pinpointing weaker performers in need of development. By 

adopting a shared competency model, an organization can develop opportunities for learning and 

growth that transcend particular jobs or roles because they are not inhibited by the narrow focus 

of more job-task-based methods. In this way, it can also be argued that competency- based 

screening and development can help facilitate longer- term employee-organization fit by 

maximizing the likelihood that employees have more of the characteristics and behavioral 

―tools‖ needed for success in a wide variety of roles within an organization. In these ways, a 

focus on competencies can facilitate the translation of an organization‘s strategic goals into more 

immediate talent management action steps and milestones in areas such as hiring, development 

and succession planning. 

Getting Started 

The availability of best-practice guidance regarding how to incorporate competencies into 

existing talent management plans is limited. It is important to note that competencies do not have 

to replace (nor should they, necessarily) a more traditional consideration of the critical technical 



skills, knowledge and abilities required for successful completion of clearly defined job tasks. In 

fact, a balance of task-focused and personal-competency-focused approaches is likely to provide 

an even deeper understanding of a candidate‘s potential for demonstrating competence in the 

well-understood present and the uncertain future. Here are some key highlights for evaluating a 

competency-based approach (the recommended readings provide more guidance and depth): 

 Identify and describe competencies in general and prac- tical terms (to improve 

the likelihood that these definitions will apply broadly across the organization) 

 Keep the behavioral nature of competencies in mind (to make it easier to observe 

competency-related behaviors when it is time to link a person‘s competencies to 

performance-related outcomes) 

 Limit the number of competencies to a manageable number (otherwise the 

resulting model will be too unwieldy and less generalizable) 

 Focus not only on competencies exhibited by current workers who are or have 

been  effective, but also on competencies the organization expects to need in the 

future 

 Seriously consider utilizing a generic set of competencies across multiple job 

positions or even in the bulk of job positions (otherwise you will spend incredible 

amounts of time generating models; time which could be better spent building 

your organization) 

 Gather data about competencies in question from those who are most likely to be 

observing each competency in action (such as workers, supervisors, customers, 

etc.) 

 Maximize return on investment (ROI) in competency- based talent management 

by aligning most talent management functions (e.g., pay systems, reward options, 

development initiatives, etc.) around your core competency framework 

Today ‘s complex work environments, and the pressure for companies to be more nimble and 

better able to respond to changing customer requirements and market conditions, require new 

approaches to talent management. A competency- based talent management strategy can help 

service organizations adapt to these new realities and develop a workforce that can help the 

company achieve its objectives now and in the future. 



 

  

 

  

CHAPTER -7 

TALENT MARKETPLACE 

Organizations nowadays are becoming employee centric. Employees are asked to or assigned 

projects that pertain to their skills and abilities and what they are best at. To put it other words, 

jobs are designed around people now and not vice versa. 

They is an ever increasing emphasis on developing training and development strategies in 

organizations. When such a strategy is developed and put in place, it is then called a talent 

marketplace. The purpose is to align people skills and extensive knowledge with the task at hand. 

American Express and IBM are two very good examples of organizations that implement a talent 

marketplace strategy. The most productive employees are allowed to choose projects and 

assignments that are most suitable to their area of expertise. 

Not many companies like the ones above mentioned are able to harness people skills in an 

effective way. Organizations in the name of talent management pay far more attention to 

searching for and recruiting people from outside. Little emphasis is laid on locating talent within. 

Even the work experience for such people is not enriching that helps them to feed and develop 

their expertise. This is in fact how most organization loose talent to rival organizations. 

In the current business scenario it‘s your intangible assets like people skills, people perceptions 

or reputation and relationships that count more than your tangible assets like the plant the 

machinery. More than anything else talent mobilization helps you unleash the power of people 

you have onboard. Providing them more opportunities to grow themselves and find work and 

skills that help them realize their potential counts far more than simply engaging them in 

repetitive jobs. 



Talent deployment is another factor that needs to be taken care of well. Organizations have to be 

flexible in talent deployment across the length and breadth of their structure. Value creating 

initiatives need to be developed on a war footing in any organization if it wants to survive in the 

long run and therefore the need to developing talent. 

In talent marketplace it is the internal talent mobilization that is the keyword. By mobilizing 

talent internally, organizations are offering freedom to their managers to use talent from across 

the length and breadth of organization for success. This also acts to increase the ownership of 

employees towards their work and get work done more effectively. 

Hindrances to Talent Marketplace: Typically most organizations are structured such that 

managers find it difficult to locate a single individual from among a company‘s talented workers 

for a single job. 

The reason - companies are not prepared or flexible enough to accommodate anything that is 

new and seeks time. Again most of the companies spend lots of resources improving the quality 

of line staff. They are better off spending resources developing people for moving up the line 

management ladder. Formal job-rotation and career development policies are given precedence 

and the same organization gets stuck when a situation demands a cross job rotation. 

The ‗push resources‘ strategy of the conventional models may not survive long enough 

considering the inefficiencies involved. ‗Pull talent and knowledge‘ on the other hand is gaining 

more weight in an era where uncertainty in business looms large. 

A 21st-century company should put as much effort into developing its talented employees as it 

puts into recruiting them. 

Savvy companies understand the competitive value of talented people and spend considerable 

time identifying and recruiting high-caliber individuals wherever they can be found. The trouble 

is that too many companies pay too little attention to allocating their internal talent resources 

effectively. Few companies use talented people in a competitively advantageous way—by 

maximizing their visibility and mobility and creating work experiences that help them feed and 

develop their expertise. Many a frustrated manager has searched in vain for the right person for a 

particular job, knowing that he or she works somewhere in the company. And many talented 



people have had the experience of getting stuck in a dead-end corner of a company, never 

finding the right experiences and challenges to grow, and, finally, bailing out.1 

In a modern, networked, and knowledge-based business environment, intangible assets (such as 

skills, reputations, and relationships) generate the highest value. Effective resource allocation 

means unleashing the value of talent by mobilizing talented people for the best opportunities—

including, in particular, opportunities to become even more developed by finding work that 

creates distinctive new skills and knowledge. 

As global markets become more dynamic and competitive, companies will need to deploy talent 

even more flexibly across broader swaths of the organization. Since management must develop 

and execute value-creating initiatives so quickly, talent is becoming more critical to corporate 

performance, specific needs for talent are more unpredictable, and companies must develop 

talent more rapidly than ever. 

Research demonstrates that companies with enlightened talent-management policies have higher 

returns on sales, investments, assets, and equity.2 But most large companies aren't set up to 

allocate talent easily across the traditional organizational silos that stand as their most prominent 

structural feature. By offering and transacting job rotations and arranging development 

opportunities for talented workers, managers may foster talent management within particular 

corporate silos. But this approach fails when, as now happens more and more often, a company 

seeks to achieve talent synergies across the breadth of its operations. 

Fortunately, some of the largest and most talent-driven companies are beginning to shatter the 

old orthodoxies. By developing internal talent market-places, these companies are giving 

managers the best opportunity to mobilize the talent they need for success while giving the most 

talented people better opportunities to utilize and develop that talent. Like knowledge markets,3 

talent markets become strong by leveraging individual self-interest to drive enterprise-wide 

collaboration rather than by relying on top-down mandates to rotate jobs. The goal isn't simply to 

clear the market but to help a company get its work done more effectively and to increase the 

value and allegiance of talented workers by expanding their company-specific knowledge. Many 

of these companies also find that allocating talent effectively can make an enormous difference 

to important outcomes, such as profit per employee.4 



Stuck in silos 

Most companies typically allocate roles through personal connections and transactions between 

individual bosses and individual employees or within small groups. Managers find it difficult to 

know who among a company's talented workers would be the best person for an available 

position; ditto for talented people who want to know what opportunities exist around the 

company and whom they might like to work with. 

Some people thrive in such settings. But for many talented workers seeking personal-

development opportunities, this approach resembles trying to fit square pegs in round holes. 

They might develop more appropriately in opportunities outside the silo they work in, but 

companies aren't set up to allocate talent easily across broader segments. Managers, for their 

part, may be forced to choose among a small talent pool of people whose skills and experiences 

aren't right for the job. 

This predicament is a common one because most companies have traditionally spent most of 

their energy improving the quantity and quality of their line-management talent as opposed to 

other types of professional employees. Companies focus the greater part of their efforts on 

helping managers move up the line-management hierarchy and become better general managers. 

They usually spend less time developing the people who have the talent required to cultivate 

distinctive client relationships, to tailor products for distribution channels, or to negotiate 

superior contracts with suppliers. The rewards of line management motivate talented people to 

seek line opportunities over professional ones. 

Using this approach—one built from a paternalistic, hierarchical mind-set—senior managers or 

human-resources (HR) departments are expected to create opportunities for the most talented 

people through formal job rotations and career-development policies. It may foster talent 

management within a particular silo, but when resources and synergies across silos are required, 

the conventional company is hamstrung. Some of its people may have specific knowledge but 

lack breadth. Others may have the requisite knowledge but lack project-management skills (or 

vice versa). Since the company's employees were hired for conventional work, they may not 

have sufficient intrinsic skills—personal leadership, creativity, or even raw intellect—to do the 



job. Frustration runs high, since employees who don't want an assignment may get it, while those 

who might want it are either unaware of the opportunity or not invited to apply. 

Some companies have tried to use the corporate HR office to hire, train, and promote talent as 

"corporate property." Such efforts not only are generally restricted to a few hundred people (even 

in large companies) but also usually develop people for specific functions, not broad roles. 

Employees with diverse skills (for example, project management), knowledge (such as 

familiarity with China), or entrepreneurial, self-directed instincts are often neglected. Anyone 

handpicked for such a program must usually relocate frequently, which discourages many 

talented people. 

The fact is that such traditional hierarchical models, which "push" resources to where companies 

deem them to be needed most, are proving much less efficient in deploying and developing talent 

and should be replaced by approaches that instead "pull" knowledge and talent.5 A 

marketplace—a talent marketplace—is one such effective device for managing talent in today's 

increasingly fluid business environment. 

Talent marketplaces 

Law firms and other professional-services groups, academia, and R&D units often have informal 

talent marketplaces where senior people try to find the best junior employees and the best junior 

employees can choose the most attractive assignments. These marketplaces generally follow 

informal rules of conduct and work best when the market members are fewer than 100 and know 

one another. 

In the complex corporate world, which involves thousands of professionals and managers, the 

best approach is formalizing the talent marketplace—that is, a managed marketplace created to 

bind the interests of individuals to the interests of the company. A formal talent marketplace 

doesn't come into existence naturally; a company must invest in it to ensure that it makes a fair 

exchange of value to both parties in a transaction—otherwise, it will fail. Formal talent 

marketplaces can develop around functional areas or managerial roles. Large companies with a 

formal talent marketplace include American Express and IBM. 

Conditions for success 



A talent marketplace isn't for all types of employees. The majority of those at most companies 

are workers in the traditional sense: individuals who have skills that are largely interchangeable 

and can be managed adequately through line supervision. These employees might operate a large 

bank's call center, work in a big-box retailer, or drive a truck for a logistics provider—jobs where 

the work is tightly managed to specified processes. For such employees, the traditional line-

driven approaches still work. Talent marketplaces also may not be necessary for smaller 

companies and for companies that are less global and have fewer organizational silos, because 

these types of organizations find it easier to allocate talent effectively. 

Talent markets are most appropriate for large (and growing), complex, and talent-driven 

companies—companies with a significant proportion of their employees engaged in the complex, 

judgment-based work that economists call "tacit" interactions (see "Competitive advantage from 

better interactions," in the current issue). Even in these companies, talent market-places may be 

most appropriate in limited arenas (for example, functional groups such as product design or 

software engineering). And they are most appropriate for junior and midlevel talent, not for a 

company's most senior leadership, where a highly intermediated process is more appropriate for 

matching talent to roles. 

Talent markets in action 

How might talent market transactions work? First of all, any marketplace must define what is 

being traded, how it is priced, and the operating protocols and standards. To facilitate exchanges, 

a formal talent marketplace also needs "market makers": usually central human-resources staff in 

the case of managers, or staff assigned to help a formal network executive (who might head, say, 

a center for software design) in the case of specialized professional talent. 

Market makers must be allowed to show each party confidential information (such as 

performance reviews) related to an assignment. This requirement protects the interests of both 

job seeker and would-be employer, facilitates "contracting" for assignments by the parties 

involved, and ensures that the terms of the "contracts" are honored after the fact. 

A certain global corporation has such a company-wide talent marketplace, which focuses on 

employees from lower management to vice president (Exhibit 1). The process begins when all 

open opportunities are posted on an internal Web site for a minimum of one or two weeks. The 



description summarizes the assignment and notes whether it is a full- or part-time one. It also 

specifies its duration, location, salary and job band, and title; important characteristics of the 

person who will fill the role; its educational and experience requirements; and other factors. 

 

  

  



 

CHAPTER- 8 

The Application of Talent Management  in Organization Introduction 

In the current hard conditions of competition gaining a global character, in the conditions of 

growing pressures of business environment globalization, human resources are becoming more 

and more key aspects for organizations. It is not financial means, modern and efficient 

techniques and technologies but people, efficient employees who appear to be the main 

competitive edge. Organizations that want to survive and grow, and overtake their existing 

competition and substantially increase their added value in growing competition, and to 

implement a competitive edge have to attract, cultivate and retain their talented employees, and, 

as long as possible, especially those who are extraordinary talented. However, this concerns a 

relatively small and ultimate group of the most talented potential employees and that is why a 

struggle of organizations for these employees is becoming considerably harsh. Stock of the most 

capable people in the current population is rather limited. From that fact it clearly follows for 

organizations that in the interest of their competitiveness they have to fight for these limited 

sources and in the interest of their victory in this fight to find and employ the most efficient 

instruments. A follow-up care for talented employees, efforts aimed at their development and 

their retention in the organization should also go without saying.  

What are actually the essence, content, significance and benefits of talent management, what are 

its individual particular processes?  

2. Specification of the basic concepts  

In principle, there are two basic views of what or who talent is. Some people consider a talented 

individual as an extraordinary efficient employee with a high potential who can have a 

significant impact on organization's efficiency. They think that talent management concerns a 

key individual only i.e. competent people seeking higher or top positions . Other experts, 

however, say that as a talent can be practically considered anyone who is able to contribute to 

achieving organization's objectives and that talent management should not focus only on a small 

number of favored individuals.    



One of the most common definitions describes a talented individual as a man who gives both a 

high performance and shows a high potential. Also the author of the article identifies herself with 

this definition of a talent concept.  

As far as the definition of talent management is concerned, most experts share their opinions 

that, in short, the system in question is the system of acquisition, retention and development of 

talents. Some authors, for example, consider as talent management the use of a mutually 

interconnected set of activities that are to ensure that the organization will attract, retain, 

motivate and develop abilities of talented people that it needs at present and will need in the 

future either The aim is to ensure a flow of talents and to realize that talents are the main 

resource of organization.  

BNET, a British server focused on the issues of management defines talent management as 

acquisition, choice, identification, retaining, management and development of employees about 

who are thought to have a potential for a high performance.  

The author of this paper considers a talent management as a set of organization's activities whose 

task is to acquire, develop, motivate and retain talented employees needed for the fulfillment of 

both current and future business objectives she thinks talent management.  

3. Significance and benefits of talent management  

By means of talent management, by means of systematic work with talents the following 

situations and strategic issues, for example, can be solved - the issue of identification and needs 

of talents in connection with trading priorities; difficulties with filling the most important 

positions appear in the organization, there is lack of skilled people on the market; a process of 

acquiring employees in the organization is successful but it turns out to be difficult to retain 

talented employees there; it is not possible efficiently to find talents and to identify employees 

with a high potential; it is difficult to look for a balance between a retention of employees in their 

positions and providing opportunities for their further development in the organization; in the 

organization there is a high fluctuation, mainly in the most important segments of workforce; 

'best practice' programs have been implemented in the field but any significant changes cannot 

be seen in the approach to the employees; organization's customers pass from the organization to 

competition thanks to earlier personal relationships with former employees; it is expected that in 



the future a considerable organizational growth will occur or the acquisition requiring a presence 

of experienced employees will be materialized; restructuring initiated by organization's needs 

will happen and etc.  

The main benefits resulting from a correctly set and applied system of talent management are as 

follows  

- talented employees contribute to a more considerable extent to the fulfillment of organization's 

strategy and economic goals; costs of fluctuation and acquirement of new employees drop; the 

organization becomes a sought after and attractive employer; talented employees are identified 

and retained; succession planning for key positions is more efficient as well as ensuring of 

employees from the internal sources and their motivation; talented employees are appointed to 

appropriate positions and their potential is better used; losses connected with vacant key 

positions are minimized.   

4. Talent management generally  

The efficient work with talents is based on building talent management strategy that will be in 

line with organization's philosophy and business strategy . Only from that strategy and through 

the strategy of human resources management key decisions can originate suggesting whether and 

which activities of talent management should be implemented.  

Strategy of talent management is aimed at ensuring a fund of highly talented, competent, 

committed and loyal individuals able to contribute to achieving the current as well as future 

organization's requirements, a so-called talent-pool.  

Three basic groups of processes leading to ensuring an adequate talent pool is a practical 

outcome of talent management strategy. It is acquisition, development and retention of talents. 

Each of these processes includes in itself a whole number of related activities, a number of 

particular elements. Organizations differ in ways of how they manage their talents. The ideal 

approach is to interlink all activities or at least most of 51them, which is what some 

organizations are really striving for . Some firms, however, concentrate on one or two activities 

only, which is not the idea of a systematic approach to talent management.   

  



4.1. Talents acquisition  

The first step the organization has to take is to identify key roles. In connection with that the 

organization has to assess whether there are available employees with key competencies who 

will be needed in the future in dependency with business strategy . As long as it has not 

sufficient existing resources then it has to find these talents. It may identify them among its 

present employees, from the internal resources or obtain them from the external resources, from 

labor market, by transferring of talents from competitive firms, from other branches, scouting of 

talents among employees who have got research fellowship in the organization, by scouting for 

talented individuals among students or graduates, by direct addressing the chosen individuals, by 

means of the Internet, specialized agencies and the like.  

The identification of talents is made on the basis of assessment of their current performance and 

a forecast of their potential. Performance appraisal is the measurement of actually achieved 

results within those areas for which the specified individual is responsible, and/or competencies 

understood as critical for the success of performed work as well as of the entire organization. A 

forecast of potential is a prognosis for how many levels within the organization an employee can 

advance on the basis of their past/current performance appraisal, training and development, 

preferences in their careers and the current and planned levels of competencies.  

There are a number of methods the organization can use for performance appraisal and a forecast 

of employees' potential both from the internal and external sources i.e. methods serving to the 

identification of talents. For a certain type of employee it is always necessary to choose such 

kinds and combinations that  

would lead both to performance appraisal and a forecast of potential. It is not possible to rely on 

one method only. It should also be born in mind that first it is necessary to know the criteria of 

identification and only then we can choose methods.  

Talents from own sources are usually sought for through a working system of regular appraisal 

within which a number of methods are utilized. To the most used methods belong the method of 

assessment according to set objectives (MBO - Management by Objectives), assessment centre, 

the analysis of critical events, and a 360º feedback. In order to identify talents from the external 



sources the tests of fitness, a method of assessment centre and behavioral (competent) talks can 

be used.  

After performance appraisal and a potential forecast, the very group of talented employees is 

specified - a talent-pool is formed. Individuals meeting in advance determined criteria can be 

jointly indicated as talents or this group of talented individuals can be furthermore divided into 

three groups - top talents, talents and potential talents (see Fig. 1). It always depends on the 

organization and its approach to the classification of talents. 

Talents development  

In the area of organization's development, the talents should be offered a chance of improving 

their strong points, individual overall performance as well as particular competencies, and 

deepening of their motivation. The organization should also enable them to advance in their 

career. A special development program should be worked out for the talents, and in close 

cooperation with their managers it should be implemented. That program may encompass a 

combination of various methods, activities or instruments of development always according to 

the specific needs of a concrete organization. The methods in question are both methods on-the-

job and methods off-the-job. A greater emphasis is laid on methods used for education at a 

workplace but, of course, both groups of methods are used.  

According to the experience from many companies that have already applied talent management, 

the most efficient way of talent development are methods of on-the-job or learning directly at a 

workplace, mainly cross-training and the involvement in projects with the support of a manager, 

couch or mentor. Programs of talent development are very closely connected with career 

planning and succession planning. They provide talents with opportunities to grow in their 

current job roles and to move forward to the roles of a higher level.  

4.3. Talents retention  

Also activities ensuring retention and stabilization of talents in the organization are inseparable 

part of talent management. Talented individuals should not leave the organization because their 

departures have usually extraordinary impact on organization's operation, which is irrelevant to 

their number. Among factors influencing talents retention in the organization there are the offer 



of interesting and valued work, ensuring opportunities for education and development, and 

professional advancement, respecting a balancebetween professional and private life, the offer of 

a flexible work role, the offer of a quality work conditions and equipment, provision of sense of 

recognition and respect, the offer of adequate remuneration and recently also gaining grounds for 

organization's social responsibility approach.  

The above-mentioned facts create for a talented individual a valuable offer marking that sound 

values will be observed in the organization employees can expect good leadership, freedom and 

autonomy, highly incentive work, opportunities for professional advancement in their career and 

adequate remuneration .  

5. The use of talent management by organizations in the Czech Republic  

The approach of talent management use in human resources management has been carefully 

verified by the practice worldwide, the organizations consider it as a useful instrument of 

systematic work with talented individuals. They really apply this system to the management of 

their human resources. What is the situation, however, in the field of talent management use in 

human resources in the Czech business environment? Information on application of this 

approach within the Czech Republic does not exist. The author of the article thinks that the level 

of talent management application by the Czech organizations will be of rather minor extent. In 

order to confirm or refute this precondition and find out further information on talent 

management use, the survey of that approach to the application of human resources management 

in organizations in the Czech Republic has been carried out.  

As a method of the first round of survey the electronic inquiring by means of in advance 

formulated questionnaire was carried out, the telephone call of the second round of the survey. 

The survey was carried out in February 2010. Altogether, 300 identical respondents (100 %) 

were addressed, 1215 (83.3 %) of them answered questions included in the questionnaire. On the 

basis of obtained data processing it can be said that talent management is applied by 

organizations in the Czech Republic to a small extent; this approach is used by 68 (5.6 %) of 

organizations.  

As the main reason why organizations do not use talent management they state that they are not 

familiar with it; this reason was mentioned absolute majority of organizations not using talent 



management, which can be understood as a negative finding. Thus t is necessary to try to ensure 

the existence of a sufficient amount of quality and reliable information (awareness) on every 

aspect of talent management in the Czech Republic.  

Chances of how to ensure keeping people informed in the required quality and quantity is 

available, it is only a question of their practical application. It concerns, for example, ensuring a 

higher level of information on the existence of the specified approach as such, on its advantages 

and benefits, positive experience in its application and possibilities of the specified approach in 

every field of activities, various types of organizations (with the introduction of the existence of 

certain limits in the approach feasibility taking into account a size of the organization) or on a 

possibility of its use for various groups of employees (all employees, managers and specialists, 

managers only, specialists only). In some organizations it would be desired to change a quality of 

human resources management, to adjust standards of work in the specified  

field and to try to change a point of view of organization's priorities arrangement towards 

awareness and taking into account a significant position of human resources management, and 

thus also the importance of talent management.  

A common denominator of all above-mentioned recommendations in the field of a sufficient 

number of information is a necessity of talent management massive promotion by means of all 

available instruments. This includes both publishing of professional papers, conference papers or 

monographs dealing with the specified topic, and giving lectures, organizing seminars, 

workshops for experts with practical experience. Also personal promotion of talent management 

by the representations of organizations successfully using that approach or the involvement of 

professional associations and others would be a considerable contribution.  

6. Conclusion  

More and more quick and frequent changes of the external environment make higher and higher 

demands on organizations . To be able successfully to achieve in advance outlined objectives in 

this environment, to be successful in fulfilling its tasks the organization has to utilize efficiently 

all its sources - people, material, technique and technologies, capital as well as methods. The 

core and the most important area of the whole organization's working are human resources, 

mainly talented individuals. One of the key factors of organization's economic performance, 



prosperity and competitiveness can be found in quality optimum controlled and utilized human 

resources and in their rational management . One of the possible instruments of human resources 

successful management is the system of talent management. For organizations a conception of 

talent management does not bring any special requirements from the view of human resources 

management as well as of particular personnel activities. It concerns only a careful application of 

the best principles and approaches that have proved in practice, mainly in the field of acquisition 

and choice, education and development, remuneration, and socio-cultural and welfare activities 

for employees. In many organizations the described approach is used routinely and with a 

success. Unfortunately, it cannot be said about Czech Republic. It would be good to change this 

negative situation. By practice confirmed contributions of talent management utilization could 

serve as sufficient motivation for the introduction and wider application of this systematic and a 

comprehensive approach to work with talented individuals in Czech Republic's organizations.  
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CHAPTER - 9 



TALENT MANAGEMENT AND BUSINESS STRATEGY 

Talent Management Strategy to Create a Higher-Performing Workforce 

Executives and HR management have always been focused on basic talent management—

acquiring, hiring and retaining talented employees. But, to drive optimal levels of success, 

business leaders need engaged, high-performing employees. The key to inciting a workforce to 

greatness is to align yourtalent management with company strategy, define consistent leadership 

criteria across all functional areas, and identify specific competencies (analytical, technical, 

education, experience) to cultivate for continuing growth.  

Business leaders who implement the best talent management process are more prepared than 

their competitors to compete in the global economy and capitalize quickly on new opportunities. 

True success is only available when companies do more than adapt to long-term trends; they 

must be able to anticipate and jump on new opportunities before the rest of the market. A 

strategic talent management plan allows you to: 

• Become "proactive" versus "reactive". Fill your critical talent management needs and 

 address company and industry changes promptly; 

• Identify essential skills to be developed in all employees, and minimize training costs by 

 focusing on key development areas; and 

• Improve your recruiting process by identifying high-quality candidates using job 

 descriptions based upon the expertise of your high performing employees holding 

 uniquely valued company or industry competencies. 

Align Individual Goals with Corporate Strategy 

The best talent management plan is closely aligned with the company‘s strategic plan and overall 

business needs. Goal alignment is a powerful management tool that not only clarifies job roles 

for individual employees, but also demonstrates ongoing value of your employees to the 

organization. When you engage employees in their work through goal alignment, you create 

greater employee ownership in your company's ultimate success; they become more committed 

to your company and achieve higher levels of job performance.  



To achieve "goal alignment" in your organization, you must first clearly communicate your 

strategic business objectives across the entire company. By allowing managers to access and 

view the goals of other departments, your organization can greatly reduce redundancy. Goal 

sharing also helps departmental heads find ways to better support each other, as well as identify 

areas where they may be unintentionally working at cross purposes. With everyone working 

together toward the same objectives, your company can execute strategy faster, with more 

flexibility and adaptability. Essentially, goal alignment strengthens your leadership and creates 

organizational agility by allowing managers to: 

• Focus employees‘ efforts on your company's most important goals; 

• Understand more clearly all responsibilities associated with specific goals; and 

• Strengthen accountability by assigning measurable and clearly articulated goals that are 

 visible company-wide. 

Case Study: Loews Hotels 

The issue: 

Loews Hotels shifted strategic focus and realized it was critical to their success that everyone—

were aligned and working on the new set of goals together.  

 

The solution: 

Loews Hotels communicated the new brand direction, goals and introduced SuccessFactors 

software modules—Performance Management, Goal Management and Succession Planning to 

drive the talent management process throughout the organization.  

The result: 

By aligning and communicating goals company-wide, Loews created an environment of 

transparency where everyone is working toward the same goals and the end result has been 

impressive, both company- and industry-wide. 



 Guest satisfaction goal (measured by Market Metrics)—risen to 2nd place from 

5th place  in their competitive set in 2008. 

 Only Hotel Company to receive a B- on the NAACP hospitality report card. No 

other  company in their industry scored higher. 

 Achieving stronger employee satisfaction results year-after-year. 

 

"By narrowing our focus and having visibility and alignment throughout the organization, 

everyone knows the part they play in achieving the company‘s goals. We are all in it together—

the success of a company lies in everyone‘s ability to make those goals a reality."  

Jenny Lucas, Director of Education & Development, Loews Hotels 

Create Highly-Skilled Internal Talent Pools 

Strategically minded organizations are able to change ahead of the curve when it comes to 

planning and developing a workforce with the right competencies. They have deeper strategic 

insight into their employees, and use that insight to proactively put the right workforces in place 

to effectively respond to urgent marketplace needs.  

At one time or another, most companies will find themselves faced with a situation with limited 

time to assess viable candidates due to a planned (or unplanned) change in leadership or industry 

conditions. For many of these businesses, a prolonged leadership void is too risky. It raises 

questions about a company's internal talent pool. Is it robust enough? How much attention has 

been given to developing internal talent, starting at the senior executive level? Are there ready 

candidates at every key position?  

A critical element of a successful talent management program is the generation of "talent pools" 

within a company—a reliable and consistent internal source of talent and a valuable piece of the 

succession planning process. The development of skilled talent pools makes it easier to develop 

desirable skill sets in a broader group of employees, resulting in higher performance across all 

levels and functions. By cultivating talent pools internally you are ensuring that you will have 

experienced and trained employees prepared to assume leadership roles as they become 

available. 



Break Down Information Silos and Develop Collaboration 

To drive success, business leaders must do whatever they can to overcome the organizational 

silos that prevent the flow of information throughout the organization. For companies to perform 

faster and with more flexibility, knowledge and experience must be readily available—or, even 

better, proactively delivered - to the right people at the right time. In many cases, the innovation 

required to meet a new marketplace challenge exists somewhere in the organization; the 

challenge is tapping into it.  

In order to cultivate a collaborative atmosphere, management needs to align the metrics for 

success—if success is based only on individual performance, you will be sending mixed 

messages to your employees. Beyond simply encouraging collaboration, organizations need to 

provide the tools to facilitate easier collaborative efforts. To drive better collaboration across an 

organization, employees and management need access to rich employee data, including 

experience, interests and special skills, such as language abilities. Centrally locating this robust 

information drives greater success companywide -- employees can reach across departments or 

offices to tap into a knowledge base and collaborate easily, while managers can use the 

information to make informed talent management decisions to increase business performance.  

Create a Pay-for-Performance Culture 

In a pay-for-performance culture, managers gain easy access to all the information they need to 

reward individuals for actual performance—360 degree feedback, goal alignment metrics, review 

data and performance notes taken throughout the year. This allows managers to make consistent, 

quantifiably fair decisions, thus avoiding improper compensation.  

Many companies use employee assessments to help them motivate their employees to reach their 

full potential. This provides better results as each employee‘s reason for working is unique. 

Addressing each individual‘s needs in the organization will create a highly motivated workforce 

that strives for the best as a whole.  

By measuring the essential factors that mark the difference between success and failure in 

specific jobs, your organization will be able to put the right person into every position, allowing 

them to utilize their talents without limitations. This leads to greater job satisfaction, improved 



morale and employee retention because your organization is staffed with a workforce of people 

who are highly productive, skilled and committed to doing their very best.  

Conclusion 

Businesses that outperform their competition know that strategic talent management is essential 

in building the right workforce necessary for precise business execution. Executives use 

analytics and diagnostic tools to move beyond generalities or "gut feelings" into detailed 

analyses of workforce performance drivers.  

The ability to rapidly train and retrain employees according to business need, create 

opportunities for real-time collaboration, and support the workforce with better analytics are all 

benefits of a strategic talent management process that will drive true business success.  

When Microsoft MSFT +0.97% opened the doors of its Redmond,Washington ―Garage‖ in 2011 

they knew that the idea of a physical space for its engineering employees to experiment with new 

ideas and innovations could possibly create an idea or two to supplement the company‘s massive 

internal R&D initiatives. Pitched as a program to incubate employee side projects, the Garage 

was designed as a way of supporting grass-roots innovation by giving employees a place to 

pursue passion projects that maybe, just maybe, could affect the company‘s bottom line. 

Employees were given access to company-owned tools like laser cutters, a soldering bench and a 

3D printer in 2011, and encouraged to test prototypes and build community outside of their 

immediate workgroups. These days, ―garage weeks‖ and hack days are dangled in front of 

employees who are compensated for their time, and three times a year prototypes are showcased 

to senior employees at international company-sponsored science fairs 

The result? Not only did Microsoft‘s corporate culture change for the better, but new products 

(including a tool that reviews source code for more than 12,000 Microsoft engineers and the 

translation tool Lync) were born from the collaborations of the Garage initiative. 

―The inspiration came from all the great companies that started in a garage,‖ said Garage director 

Quinn Hawkins HWKN -0.23% at the time. HP, Amazon,Google GOOG +0.51% and Microsoft 

itself all have roots in carports. And the idea, in terms of innovation, was a success. But an 

unanticipated benefit of Garage was an underscoring of Microsoft‘s longstanding commitment to 



running its company as a massive corp of rogue entrepreneurs. And according to a new study by 

British personnel resource CIPD, that mentality can make all the difference in the world. 

After finding that four in ten workers would welcome the opportunity to take on an 

intrapreneurial role within their company, but that just 12% of companies encourage the trend, 

CIPD polled its more than 100,000 member businesses and this week announced the first part of 

a three-part series on intrepreneurship. ―There‘s no doubt that a successful business depends on 

innovative ideas and sound market strategy,‖ said study author Claire McCartney in a statement. 

―This report shows that good people management is crucial to the long-term success of any 

business.‖ 

 Google's Failed Quest To Prove Managers Are Evil -- And Why You Should Care Meghan 

CasserlyForbes Staff 

10 images Photos: Top 10 Entrepreneurial Websites For Women Meghan CasserlyForbes Staff 

 Has Your Company Already Failed This Idiot Test? John GreathouseContributor 

16 images Photos: The Best Cities For Female Founders Meghan CasserlyForbes Staff 

Profits—It‘s Okay to Care About Them 

It‘s no secret that among typical employees, caring about the larger success of the corporation 

isn‘t top-of-mind as most employees don‘t perceive the corporation as caring about them. 

Employees who are given agency over their work—particularly in cultures where they are 

encouraged to pursue their own ideas and innovations—staffers see their contribution as 

impacting the larger corporation. The culture of caring is a win-win. 

A Little Scrappiness Goes A Long Way 

What Microsoft learned early into the Garage experiment (in which many employees tinkered 

with finite resources and achieved great things) was how an entrepreneurial atmosphere is not 

limited by size, resources or money. Encouraging employees to be resourceful allows them to 

―punch far above their weight‖ or position within the company. These employees, according to 

the CIPD research, create more value than traditional employees, as they often identify new tools 



or unknown resources (social media, smart networking, new partnerships) that otherwise would 

go untouched by the larger organization. 

The Intimate Corporate Culture 

Even though the entrepreneurial culture has been shown to increase a company‘s external 

partnerships, CIPD says one of the most critical advantages that a company achieves when 

fostering intrapreneurism is a strong sense of intimacy and in-this-togetherness among 

employees. There‘s something to be said of an ―us versus them‖ mentality (to be sure, it was a 

critical element ofFacebook FB -0.4%‘s early days). Corporations can amplify this tenet by 

blurring lines within company hierarchy and providing opportunities for business development 

from all levels, underscoring that all work is for the greater good. 

The Result? Fierce Loyalty 

Us v. Them again. ―while entrepreneurial organizations excel at extending their reach through 

partnership or collaborations, one thing they never compromise is the integrity of their brand,‖ 

says CIPD. Empowering employees to create new paths and partnerships makes them the keeper 

of the corporate brand, and drives them to choose partners and processes that are synergistic with 

the corporate vision. This is particularly important internally: when intrapreneurial employees 

hire into their teams they will gravitate towards candidates who are like-minded and share 

important corporate values. 

Leveraging Each Staff Member’s Expertise 

It‘s most often the clever leveraging of each employees expertise that means the difference 

between a company that rests on its laurels or one that excels. There are the obvious examples, of 

course - a junior staffer whose grasp on social media far exceeds that of the marketing manager -

but smart leaders will look to identify each team member‘s areas of expertise and turn them into 

assets. 

 

  



  



 

CHAPTER - 10 

TALENT ACQUISITION 

Your organization has to develop blended talent acquisition strategies to attract and hire top 

candidates — creating sourcing plans that include social media and employer branding. You also 

have to find recruitment technology not only to reach candidates but also to assess and provide 

analytics on those candidates. Find the right individuals who will transform the company, and 

build comprehensive talent recruitment plans that unify business goals and talent aspirations. 

Talent Acquisition is the process of finding, acquiring, assessing, and hiring candidates to fill 

roles that are required to meet company goals and fulfill project requirements. Talent Acquisition 

also ensures that newly hired employees are effectively and efficiently acclimated to the 

organization, enabling the organization to rapidly and fully benefit from their capabilities. 

Talent Acquisition is one of the six key human capital processes defined by TDRp(1) and 

includes: 

 Recruiting 

 Talent assessment 

 Talent selection (hiring) 

 Onboarding 

In the TDRp framework, Onboarding (and its associated measures) appears under Talent 

Acquisition. In many organizations, this process is owned by the Learning & Development 

function. Additionally, as role of Talent Acquisition has become more strategic, many 

organizations also encompass Workforce Planning  in Talent Acquisition. For TDRp, Workforce 

Planning is treated as a supporting process and its associated measures are not included in the 

Talent Acquisition process. In practice, each organization is free to organize their human capital 

activities any way they choose. We simply need a framework to organize the measures. 

Each key process like Talent Acquisition contributes to the achievement of organization goals 

(for example, a 10% increase in sales or a 15% reduction in costs) and talent outcomes (for 



example, a 5 point increase in employee engagement or a 2 point increase in the retention rate). 

Often, some of the talent outcomes are top-level goals of the organization on par with an increase 

in sales or a reduction in costs. Other times, the talent outcomes are viewed as intermediate goals 

in support of achieving the top-level goals. TDRp is designed to work in either case. 

More than 100 measures are defined for Talent Acquisition. These measures are grouped by type 

of measure (efficiency, effectiveness, outcome) and across six subcategories. Each organization 

should choose the measures most appropriate to achieve their goals and manage their human 

capital. Talent Acquisition will typically support the broader organizational goals, as well as 

talent management focused goals. A short summary of each Talent Acquisition sub-category, 

including examples, follows. 

 Requisitions – measures that assess the volume of requisitions and hires from a recruiter 

perspective. 

 Efficiency examples: Requisition Rate, Total Requisitions per Recruiter, Average Filled 

Requisitions per Recruiter, Job-Posting Factor 

 Applicants & Interviews – measures that quantify the sourcing and interviewing of 

candidates. 

 Efficiency examples: Average Interviews per Hire, Interview Rate, Referral Rate, Hire 

Rate, Percentage of No-Shows 

 Hiring activity – measures that assess the volume, types, and sources of hires made. 

 Efficiency examples: Recruitment Rate, Percent of Hires Referred, Rehires Percent of 

Total Hires, Net Hire Ratio, Recruiting Source Distribution 

 Hiring cost – measures that calculate or compare the cost of hiring. 

 Efficiency examples: Cost-per-Hire, Recruiting Cost Ratio, Sign-on Bonus Factor, 

Source Cost per Hire 

 Hiring process – measures that assess the efficiency or effectiveness of the hiring process 

itself. 

 Efficiency examples: Recruiter Response Time, Time-to-Fill, Time to Start, 90-Day 

Separation Rate 

 Quality of hire – measures that assess the quality of hires made. 



 Effectiveness examples: Hire Index, New Hire High-Performer Rate, First Year 

Separation Rate, Hiring Manager Quality of Hire Satisfaction 

How to design and implement talent acquisition strategies to meet corporate goals 

When companies complain that they can't find enough good people, the cause, in our view, is 

most likely to be deep-rooted and centred on a misalignment between the strategic goals of the 

business and the efforts of the company's talent acquisition professionals. In this article, we'll 

outline the approach we took at Pfizer and offer some ideas that you can take away and 

implement right away. But before we do that, let's first look at why this misalignment between 

people and business goals happens. 

The root causes are not that complicated and usually centre on two things: first, the people who 

find and hire employees don't sit in the same meetings as those who set the direction of the 

overall business and its main operating units. Getting a seat at those senior-level forums, and the 

credibility to contribute on an equal footing as a genuine 'business partner', is more difficult than 

you might think. This is usually because the perception of HR, where talent acquisition resides, 

is that of a lower-level, tactical support function. 

We have both worked with a varied, diverse mix of business leaders. Depending on which one 

you spoke to, they viewed talent acquisition as either strategic, operational or perhaps 

somewhere in between. But only if the role is seen as strategically important will HR stand a 

chance of showing how it helps leaders meet the manpower elements of their strategic plans, and 

ultimately their business goals. To earn the right to wear that badge means you need people in 

talent acquisition who have some understanding of strategy, can talk about it and know not just 

what questions to ask, but also when to ask them. 

Our objective as a talent acquisition leadership team at Pfizer was to build a team that had that 

knowledge. One of the ways we did this was through training. Now many would argue that 

strategy planning is only learned through experiencing it and we wouldn't disagree. But we found 

that by giving people a sufficient overview of the discipline, familiarising them with the 

vocabulary and showing them the crucial questions to ask, was a significant step in the right 

direction. By doing this, we were able to build and maintain strong relationships with senior 

leaders to ensure we were, at a minimum, in those all-important workforce planning meetings. 



 

Usually at the invitation of the relevant HR business partner for the region or business unit, we 

would meet those colleagues to discuss short, medium and long term strategies. If the particular 

team was in high growth mode, the meetings might be weekly, but more often it would be 

monthly. It is the combination of current operating needs plus the long term business plan that 

has to drive the company's overall talent acquisition programme. Here is where the second cause 

of misalignment between strategy and talent acquisition happens. 

Long term business plans must be flexible – they need to change when the circumstances that 

gave rise to them change. If there is a fundamental change in direction or focus, everything else 

must be reviewed and where necessary adapted or even redesigned to reflect the change. Too 

often, the talent acquisition plan gets overlooked, or cannot flex quickly enough, and the result is 

the business begins to fall behind competitors in the 'war for talent'. 

Designing the talent acquisition strategy is a critical first step in allowing leaders in the HR 

function to get that crucial alignment. These are the key, seven steps we followed and can be 

used as a template for your own efforts: 

1.   Look at the key skills required to ensure business objectives are continuously met, and 

regularly review them. As the pharmaceutical industry evolves so do the skills required within 

any business. Companies work in a variety of therapy areas which often change, therefore the 

required specific therapy expertise can also vary. You don't want to be hiring 'key' people only to 

see their expertise become redundant within a matter of months. 

2.   Do a skills gap analysis to show where you are exposed. As the business portfolio evolves 

there is often a need to bring new skills, techniques or areas of expertise into the organisation. 

Identifying those gaps early is vital. It helps HR professionals map the market to determine 

where that talent currently sits, how big a potential candidate pool there is and where the 

potential obstacles might arise, e.g. location. 

3.   Develop an internal mobility and succession plan to ensure good people are being utilised 

optimally.  Having a succession plan in place is a crucial component to any company's workforce 



plan. It not only acts as a great motivator with existing key people but also acts as a retention 

tool. 

4.   Plan for attrition. Again, this is a very important element in workforce analytics for 

presenting to business leaders. By forecasting future leavers it helps leaders plan accordingly for 

any skills gaps and back-fill appropriately, and in good time.  

 

5.   Analyse company demographics to ensure diversity objectives are met. Diversity is no longer 

optional. It has become absolutely essential within any business as, in our opinion, it drives 

creativity and innovation. From gender to ethnicity, it is important to get the balance right. One 

of the biggest problems in almost all industries is that women in senior leadership roles remain 

rare. At Pfizer, although we always chose the best person for the job, we made a concerted effort 

to ensure diverse candidate short lists were always provided to hiring teams. 

6.   Determine gaps and therefore external recruitment needs. Once the internal skills have been 

identified and succession planning has been implemented, any clear gaps can be determined; 

what's going to be critical in the near future and what's needed for the longer term. 

 

7.   Define and develop an external sourcing strategy. After more than a decade each in corporate 

recruiting we know that strategies and tactics used to recruit active jobseekers are quite different 

to those used for 'passive candidates'. These are people who are currently quite happy where they 

are working but might be open to the idea of a move – if it's the right one, proposed and 

presented well. In the past, when companies were operating in a comparatively 'steady state', a 

big corporate brand was often enough to produce a good candidate roster. In our former roles, we 

became accustomed to hearing "Why wouldn't they want to work for us? We're Pfizer!" Today, 

corporate brands have a limited shelf life and should not be over-relied on. Only a compelling, 

personalised and value-led employment proposition will attract the best people. 

As mentioned previously, being part of those high level business discussions where the 

workforce plan is developed is a key first step in turning a talent acquisition strategy into an 



overarching recruitment and sourcing plan. The next important step is to then design, deliver and 

execute this in partnership with each of the individual hiring teams. 

Recruitment is not a 'one size fits all' process, so it's extremely important that the talent 

acquisition team really understands the business. If they do, it allows them to be creative in 

developing and implementing a variety of sourcing plans defined by the variable parameters that 

matter most, for example: 

Business critical needs.  In the pharmaceutical sector this is often determined by the current 

product portfolio. There may be a need to bring therapeutic area or technology experts into the 

organisation to complement the existing workforce. 

 Candidate demand. In highly competitive therapy areas such as oncology, pain and regenerative 

medicine, demand usually outweighs supply. To secure highly sought-after individuals will take 

a creative sourcing and attraction strategy and a winning 'value proposition'. 

Passive versus active candidates.  Most companies still mistakenly see both groups as one and 

the same. Understanding the different hiring methods for each group is crucial. 

Utilisation of relevant media channels. The use of media depends on who you are trying to 

attract. For cost and efficiency reasons, most individual advertising campaigns now appear 

online, in digital media. Lately we have seen a rapid development in the use of social media for 

recruitment purposes. LinkedIn and now Facebook are important tools to source and identify 

talent. But as we have seen, passive candidates need a different approach. This might involve a 

combined approach by the in-house sourcing team partnering with specialist executive search 

consultancies. The benefit we found in using third-party specialists was their depth and breadth 

of industry knowledge, their strong, more closely-knit networks with key opinion leaders and 

their ability to deliver consistently on complex assignments. 

Creating a winning value proposition. The scarcity of people able to lead companies is well 

recognised but there is also a severe and growing shortage of people able to run divisions and 

manage critical functions. Interesting but challenging projects, merit-based career progression 

and flexible working are just some of the key criteria expected by candidates today. At Pfizer, 

work: life balance was the most important factor we found when we surveyed senior leaders. 



 

The pharmaceutical sector has made progress but still has a lot more to do to find cost savings, 

create efficiencies and drive innovation. For those reasons, it's more important than ever that we, 

as talent acquisition professionals, step up to the mark and work as true, value-adding partners 

with our leadership colleagues. 

The alternative is to accept that human resources is purely transactional, non value-adding and 

therefore something that should sit outside the core of the enterprise, maybe even outsourced to a 

third party. That's not a vision we relish the thought of.  We prefer the alternative vision; one in 

which HR professionals help their co-workers, clients and employers hire for the future, and 

break free from the comfortable, familiar and in many cases outdated methods used in the past. 

 

  

  



 

CHAPTER-11 

Talent Management Challenges 

Interestingly, even with this diversity of perspectives, we found our views on today's top talent 

challenges to be surprisingly aligned. I thought you might like to see our list—and would love to 

hear your thoughts on things you're wrestling with that we missed. 

Here goes: 

1. Attracting and retaining enough employees at all levels to meet the needs of organic and 

inorganic growth. All three companies are facing a talent crunch. Essar, for example, has grown 

from 20 thousand employees to a staggering 60 thousand in the past 3 years. Fifty-five percent of 

their employees have less than two years of tenure. 

2. Creating a value proposition that appeals to multiple generations. With four generations in 

today's workplace, most companies are struggling to create an employee experience that appeals 

to individuals with diverse needs, preferences and assumptions. The Gap, for example, has 

153,000 people in its workforce. The stores have a high percentage of Gen Y employees, while 

corporate roles and leadership ranks are primarily made up of Gen X'ers and Boomers. How does 

one create a compelling employee value proposition for the organization? 

3. Developing a robust leadership pipeline. I believe one of the biggest potential threats to many 

corporations is a lack of a robust talent pool from which to select future leaders. This is in part a 

numbers issue—the Gen X cohort is small and therefore, as I like to say, precious. But it's also 

an interest issue—many members of Gen X are simply not particularly excited about being 

considered for these roles. There was wide agreement among the panelists that a lack of 

individuals ready to move into senior client manager and leadership roles is a critical challenge. 

4. Rounding out the capabilities of hires who lack the breadth of necessary for global leadership. 

It's relatively straightforward to identify and assess experts in specific functional or technical 

arenas, but much more difficult to determine whether those individuals have the people skills, 

leadership capabilities, business breadth, and global diversity sensibilities required for the nature 



of leadership today. Increasingly, the challenge of developing these broader skill sets falls to the 

corporations. Essar has formed an academy specifically to develop and groom its own leaders. 

5. Transferring key knowledge and relationships. The looming retirement of a significant portion 

of the workforce challenges all companies, but particularly those who are dependant on the 

strength of tacit knowledge, such as that embedded in customer relationships, a key to Mercer's 

business success. 

6. Stemming the exodus of Gen X'ers from corporate life. A big threat in many firms today is the 

exodus of mid-career talent—people in whom the organization has invested heavily and in whom 

it has pinned it hopes for future leadership. For example, developing talent management 

practices and programs calibrated to leverage technology and create greater work/life balance has 

been a priority for Mercer over recent years. 

7. Redesigning talent management practices to attract and retain Gen Y's. The challenge of 

calibrating talent management practices and programs to attract and engage our young entrants is 

critically important to all firms and particularly so for firms that depend on a strong flow of top 

talent, such professional service firms like Mercer. All three panelists agreed that making the 

business infrastructure more attractive to Gen Y is a high priority. 

8. Creating a workplace that is open to Boomers in their "second careers." Age prejudice still 

exists, but smart companies are looking for ways to incorporate the talents of Boomers and even 

older workers in the workforce. In many cases, this requires rethinking roles and work 

relationships. 

9. Overcoming a "norm" of short tenure and frequent movement. Some industries, such as 

specialty retail, are known for having a very disposable view of talent. Companies intent on 

changing that norm, such as The Gap, must address both external influences in the marketplace 

and an internal mindset. The Gap believes retaining employees in roles for 3+ years will be a key 

to their future earnings growth. 

10. Enlisting executives who don't appreciate the challenge. Many talent executives complain 

that business leaders still believe that people are lined up outside the door because of the power 

of the company's brand. The challenge of enlisting the support of all executives for the transition 



from a talent culture that has traditionally operated with a "buy" strategy to one that places more 

emphasis on "build" is widely shared. 

Talent Management - Opportunities and Challenges 

There is no dearth of professionals but there is an acute shortage of talented professionals 

globally. Every year b-schools globally churn out management professionals in huge numbers 

but how many of are actually employable remains questionable! This is true for other professions 

also. 

The scenario is worse even in developing economies of south East Asia. Countries like U.S and 

many European countries have their own set of problems. The problem is of aging populations 

resulting in talent gaps at the top. The developing countries of south East Asia are a young 

population but quality of education system as a whole breeds a lot of talent problems. They 

possess plenty of laborers - skilled and unskilled and a huge man force of educated 

unemployable professionals. These are the opportunities and challenges that the talent 

management in organizations has to face today - dealing with demographic talent problems. 

Now if we discuss the problem in the global context, it‘s the demographics that needs to be taken 

care of primarily and when we discuss the same in a local context the problem becomes a bit 

simpler and easier to tackle. Nonetheless global or local at the grass roots level talent 

management has to address similar concerns more or less. It faces the following opportunities 

and challenges: 

 Recruiting talent 

 Training and Developing talent 

 Retaining talent 

 Developing Leadership talent 

 Creating talented ethical culture 

1. Recruiting Talent 

The recent economic downturn saw job cuts globally. Those who were most important to 

organizations in their understanding were retained, other were sacked. Similarly huge shuffles 



happened at the top leadership positions. They were seen as crisis managers unlike those who 

were deemed responsible for throwing organizations into troubled waters. It is the jurisdiction of 

talent management to get such people on onboard, who are enterprising but ensure that an 

organization does not suffer for the same. 

2. Training and Developing Talent 

The downturn also opened the eyes of organizations to newer models of employment - part time 

or temporary workers. This is a new challenge to talent management, training and developing 

people who work on a contractual or project basis. What‘s more big a challenge is increasing the 

stake of these people in their work. 

3. Retaining Talent 

While organizations focus on reducing employee overheads and sacking those who are 

unessential in the shorter run, it also spreads a wave of de motivation among those who are 

retained. An uncertainty about the firing axe looms in their mind. It is essential to maintain a 

psychological contract with employees those who have been fired as well as those who have 

been retained. Investing on people development in crisis is the best thing an organization can do 

to retain its top talent. 

4. Developing Leadership Talent 

Leadership in action means an ability to take out of crisis situation, extract certainty out of 

uncertainty, set goals and driving change to ensure that the momentum is not lost. Identifying 

people from within the organization who should be invested upon is a critical talent management 

challenge. 

5. Creating Talented Ethical Culture 

Setting standards for ethical behavior, increasing transparency, reducing complexities and 

developing a culture of reward and appreciation are still more challenges and opportunities for 

talent management. 

 



Current Trends in Talent Management 

If you ask me for the guidelines for talent management, my response would be the following: 

 Developing employees. 

 Redeploying employees. 

 Retaining the best talent. 

Yes, the prime focus of talent management is enabling and developing people, since the quality 

of an organization is determined by the people it employs and has onboard. After hiring and 

deploying we may say that retaining and nurturing talent is quintessential. 

Talent management also known as human capital management is evolving as a discipline that 

encompasses process right from hiring people to retaining and developing the same. So it 

includes recruitment, selection, learning, training and development, competency management, 

succession planning etc. These are all critical processes that enable an organization to compete 

and stand out in the market place when managed well! 

Talent management is now looked upon as a critical HR activity; the discipline is evolving every 

day. Let‘s analyze some trends in the same. 

 Talent War: Finding and retaining the best talent is the most difficult aspect of HR 

management. HR survey consultancies are one in their view that organizations globally 

are facing a dearth of talented employees and it‘s often more difficult to retain them. 

Further research has also shown that there is clear link between talent issues and overall 

productivity. 

 Technology and Talent Management: Technology is increasingly getting introduced into 

people development. Online employee portals have become common place in 

organizations to offer easy access to employees to various benefits and schemes. In 

addition employees can also manage their careers through these portals and it also helps 

organizations understand their employees better. 

 Promoting Talent Internally: An individual is hired, when there is a fit between his 

abilities or skills and the requirements of the organization. The next step is enabling 



learning and development of the same so that he/she stays with the organization. This is 

employee retention. An enabled or empowered means an empowered organization. 

 It is also of interest to organizations to know their skills inventories and then develop the 

right individual for succession planning internally. 

 Population Worries Globally: World populations are either young or aging. For example, 

stats have it that by 2050 60% of Europe‘s working population will be over 60! On the 

other hand a country like India can boast of a young population in the coming and present 

times. Population demographics are thus a disturbing factor for people managers. Still 

more researches have predicted that demographic changes in United States will lead to 

shortage of 10 million workers in the near future! 

 Talent Management to rescue HR: HR has been compelled to focus on qualitative aspects 

equally and even more than quantitative aspects like the head count etc. Through talent 

management more effort is now being laid on designing and maintaining employee 

scorecards and employee surveys for ensuring that talent is nurtured and grown 

perpetually. 

 Increase in Employer of Choice Initiatives: An organization‘s perceived value as an 

employer as helps improve its brand value in the eyes of its consumer. Most importantly 

it helps it attract the right talent. 

 

 

  



 

  

CHAPTER - 12 

Financial Perspective of talent management 

Talent management is becoming increasingly critical to an organization‘s bottom line and future 

success. The economic slowdown is one of many factors responsible for placing a new level of 

importance on talent management programs as they exist within an organization (considering 

tightened budgets are forcing companies to do more work with fewer employees.)   

Globalization is another factor; with many organizations viewing the entire world (not just a 

single country or regions) as the milieu in which they conduct business, it is required they learn 

to optimally manage talent on a global level.  

Also adding to the raised profile of talent management: today‘s workforce consists of multiple 

generations with sometimes widely divergent needs and career aspirations. Additionally, with 

technology increasing the speed at which business is conducted, organizations are under constant 

pressure to stay ahead of the talent management curve.  

Today more than ever, a strong emphasis on effective talent management can produce the right 

supply of quality talent and future leadership. It can also improve productivity, increase retention 

and link workforce plans to the organization‘s strategic directions.  

And research shows that organizations with leading talent management practices have 

significantly outperformed other organizations across four key financial metrics: return on assets; 

return on equity; net profit margin; and earnings before interest, taxes, depreciation and 

amortization  

At any organization, talent managers need to constantly evaluate their current workforce with an 

eye toward the current economic downturn – as well as a view of the future global economic 

recovery.  

 



What are the growth strategies and services that will drive our future growth?  

What competencies do we need to retain, develop and/or acquire to meet this growth?  

Which employees have these competencies and experiences?  

How can we make our human resources (HR) function more strategic, effective and efficient to 

support these growth initiatives?    

These are some of the issues that need to be carefully considered and planned for.  

Hallmarks of future-focused talent management  

Let‘s talk about 12 indicators that demonstrate a talent management program is well-positioned 

to help an organization achieve long-term financial and nonfinancial success: 

1. A fully integrated approach. An organization must integrate all segments of the talent 

management life cycle – recruitment, development, retention and transition – in advance of any 

need. Such integration makes it easier for an organization to hire, develop, engage and retain top 

talent – activities that drive competitive advantage and bottom-line results. The organization also 

needs to establish clear goals for talent management that directly align with the organization‘s 

business mission and strategy. 

 

2. Continuous monitoring of workforce demographics, costs and issues. To improve return on 

investment in talent management, an organization needs to fully understand its workforce 

demographics, costs, needs, wants and issues while continuously analyzing future business needs 

and objectives. Such analyses can help identify gaps in talent needed for critical positions and 

determine the types and number of people needed in the workforce, when they are needed and 

the issues most relevant to your current employee population. 

3. Clearly defined roles and competencies. Organizations that routinely achieve or exceed their 

business objectives tend to have well-defined roles and competencies that align to the 

organization‘s business objectives, drive performance improvement and support individual 

productivity. Role and competency design must be a highly collaborative process that involves 

gathering incumbent input, performance metrics, best practices and validation. 



 

4. A process for effective recruitment and onboarding. Organizations that hire the right people 

have a sourcing, screening and selection process that identifies candidates with the right 

knowledge, skills, experiences and cultural fit to perform effectively in the specific position 

requirements. An onboarding process that quickly immerses new hires into the organization‘s 

culture and performance expectations as well as reduces the amount of time required to achieve 

full proficiency is crucial to the success of these programs. 

5. Continuously updated deployment strategies. Once the right people are on board, it is essential 

to deploy them in a way that will continuously develop their knowledge, skills, experiences and 

strengths while also effectively matching their competencies and career interests with the short-

term and longer-term needs of the business. Deployment efforts must also be reevaluated 

regularly in light of changing business needs. 

Strategic use of recognition, rewards and engagement. To attract, retain and engage committed 

and productive talent, an organization needs to identify and focus on what matters most to 

employees and potential hires (which may include factors such as competitive pay, career 

advancement opportunities and work-life balance). Effective use of recognition and rewards 

improves engagement, which in turn leads to improvements in employee and customer 

satisfaction and retention as well as growth in revenues and profitability. 

6. Performance management with continuous planning, communication and 

monitoring.Performance management programs with continuous planning, communication and 

monitoring  can elevate employee productivity, individual performance and positively impact 

business results. 

The organization needs to create a culture in which performance matters and engagement are 

measured against the correct set of guidelines. Managers must be trained in performance 

management so they may effectively develop their employees. Clear expectations must be set for 

employees and formal and informal feedback must be provided regularly, with evaluation of both 

performance and an impact on results. Competencies must be linked to performance indicators, 

and compensation must be linked to performance results. 



7. Learning maps and training activities tailored to the workforce. To reduce deficiencies among 

current talent and prepare employees to meet future business needs, the organization should 

create learning maps and training activities appropriate for its workforce and individual 

employees. 

Specific organization and employee development needs should determine the approaches used 

for learning and development. To shorten the learning curve and reduce gaps in knowledge, the 

organization can employ such approaches as on-the-job experience, mentoring and coaching, 

peer advisors, family counseling, training and education and other opportunities for 

development. 

8. A strong focus on leadership development. Leadership development is critical at all levels in 

an organization – not just the management level. Enhancing an individual‘s ability to understand 

and communicate a clear vision and goals – as well as to motivate and guide others to achieve 

that same understanding – drives positive business results. 

 

9. Detailed career mapping. By creating detailed career maps for high-performing employees, the 

organization helps these individuals match their long-term professional goals with opportunities 

within the organization. Specific action steps can be identified to properly develop, retain and 

engage employees to achieve multiple career paths within the organization. 

10. Succession planning in all key areas of the organization. Succession planning should occur 

not just in the executive suites but in all key areas of the organization. Today, succession 

planning has taken on a heightened value, due to increased executive turnover resulting from 

poor business performance, substantial downsizing and reorganization and the loss of critical 

skills and talent due to terminations and retirements. 

11. The financial repercussions of a ―bad hire‖ can be noteworthy, but the nonfinancial 

repercussions, such as poor morale, key turnover and organizational reputational risk exposures, 

can be even more significant. However, developing bench strength within the organization can 

yield a pool of internal candidates so the organization will be less likely to look externally to fill 

open positions. 



 

12. Broad use of new technology. Talent management technology is becoming increasingly 

necessary and an effective way to manage, measure and report on the success of your overall 

talent management program. Tools for such talent management components as workforce 

planning, performance management and competencies can make decision-making easier. 

An organization might find the current economic downturn a good time to purchase and 

implement new technology and train its people to use it. By taking these steps, the organization 

can improve business results and become better positioned for success when the economy 

improves. 

How talent management can more effectively manage multiple generations of workforce 

Today‘s global workforce consists primarily of three generations: baby boomers (born between 

1946 and 1964), Generation X (born between 1965 and 1980) and Generation Y (born after 

1980). As Gen Y joins the workforce, Gen X is assuming leadership roles, while many boomers 

are moving towards retirement. Not surprisingly, managing multiple generations within a single 

workforce is becoming a bigger challenge to today‘s employers.  

In late 2007 and early 2008, Ernst & Young‘s member firms in the US and Canada conducted a 

survey of partners and staff in those two areas. Although the survey results are specific to our 

firm, their responses signal the changing nature of the global workforce in general. While the 

overall results reveal the boomer, X and Y generations have more in common than might be 

expected, among the challenging issues between generations are job flexibility and technology, 

including the use of technology for communication. 

All three generations view job flexibility, such as the ability of each employee to determine when 

and where they will work, as important. However, nearly three-quarters of Gen X and Gen Y 

respondents view boomers as ―expecting a dedication to work that interferes with a healthy 

work-life balance.‖ 

Only 13% of Gen X and 9% of Gen Y respondents believe Boomers are comfortable with 

technology. Boomers, however, told a different story with 45% confirming they are comfortable 

with technology. 



Gen Y respondents are far more likely (41% vs. 18% of Gen X and 8% of boomers) to say they 

find networking technology (such as Facebook and MySpace) valuable for building relationships 

within and outside the firm. More than any other generation, members of Gen Y also indicate 

they are more comfortable with instant messaging and believe it is an acceptable means of 

communicating important matters. 

More of Gen X and Gen Y respondents acknowledge they use technology to avoid difficult 

conversations – and, according to boomers, both younger groups tend to overestimate their 

written and oral communication skills. 

Effective and continuous communication may not be the cure-all, but it is one of the key tools 

employers will need to significantly improve in effectively addressing the challenges between 

multiple generational employee populations.  

 

HR must take the lead in talent management 

HR‘s role must shift from task oriented and reactive to strategic and leading, for two primary 

reasons. First, as employees are increasingly recognized as assets who offer their employer 

competitive advantage, the management of human capital is becoming more clearly linked to 

bottom-line results. And second, the costs of globalizing a workforce are high and the financial 

and nonfinancial/reputational human implications for the entire organization are profound.  

Given HR‘s changing role, professionals who work in this function must understand the 

organization‘s business well enough to align the HR/talent management strategy with the overall 

business strategy. They also need to be able to both develop the internal talent necessary to the 

health of the organization and/or effectively find talent outside the organization to fill key roles.  

HR is under pressure to become more cost-effective and more efficient in their delivery of 

services to the rest of the organization. It all adds up to a very tall order to fill, but the payoff will 

last well into the future.  HR‘s future is now and it must take the lead in talent management.  

  



Financial Benefits of Talent Management 

There are pros and cons of every management philosophy and the associated processes. Talent 

management is no exception to it. While many organizations simply decline to have it under their 

umbrella because it costs the exchequer, still others approve of it equally strongly as an effective 

people management process. 

Before we discuss the financial benefits of talent management the following may be of our 

interest and worth a thought: 

Most of the organizations are short sighted, when it comes to people management. 

People management may not go well with pure capitalists. 

Organizations and industries are growing at a fast pace, faster than the rate at which talent is 

produced. 

There is dearth of talented and skilled professionals both at the top as well as bottom. 

Due to cut throat competition and a consequent lack of talented professionals the attrition rates 

have increased across all industries, especially so in services industry. 

Poaching has become common place; employee retention has become the Achilles heel of 

corporations. 

All the above mentioned statements clearly indicate that the talent is unable to keep pace with the 

growing industry and also that the industry has failed to breed the pool of talented individuals as 

per its requirements. A fast industry growth meant that there would be a need for talented 

professionals for upcoming avenues and unfortunately corporate seemed to miss out on this. 

Business houses nowadays have diversified interests in different industries, employment 

opportunities are fast coming up but unfortunately the talent is pool is shrinking. This tells upon 

the finances of an organization in a big way. 

Let‘s see how. 

Less attrition means lesser expenditure on hiring: BPO‘s and start ups, for example where the 

attrition rate is the highest remain occupied in searching for people every now and then. Now 



this incurs financial losses to the organization. An organization not only pays an employee for 

his/her work but also spends a considerable amount on their training and development. There is 

transfer of skill and expertise and when the same employee leaves after a brief stint with the 

organization, it costs the latter. 

The problem gets even worse when such a scenario occurs at the top level. An unoccupied 

executive position can cost an organization dearly. The solution - a proper talent management in 

place can solve this problem. The following facts become worth consideration here: 

New employees cost the company 30-60 % more than the existing employee in terms of 

compensation only. 

There is an additional cost incurred on training and developing the new individual. 

The process of recruitments itself costs an organization in a big way, right from advertising a 

post, to attracting talent and finally short listing and hiring someone for the job. Often there is a 

compromise in hiring when the need is urgent. 

Organizations clearly need to look inside for solutions and design and develop better employee 

retention, rewards and recognition strategy. Performance management needs to be taken care of. 
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