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Why Talent SCM?

People are people. People are not parts moving through a logistics
system. Understood and agreed. We selediddnt supply chain
managementas a framework becaudmisiness leaders understand
that framework. And, we need business leaders to embrace this wc
and participate in théeadership of transformational change 2
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Systems Navigation, Flight, Environment, Landing, Electrical, Hydraulic, etc4



The Talent Supply Chal
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Push or Pull?




Predictable, uniform, certain
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Predictability, uniformity, and certainty are universal goals of executi
TheNational Career Readiness Certificatees this for the hiring
LINE O S & Mabkroy Rdst®resident, MMA, 2008 6






Information
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Information that was scarce is now abundant. We spend less time
searching and collecting scarce information and more time filtering ¢
organizing theabundance of informatioravailable to us. Media is
shifting from placebased paper to globally available digital format8.



Community

The center of our belonging is moving from solely being members
local communities to members of tiggobal community. 9



We work less in toglown command and control organizations and
more inteams and networks 10




We are communicating less with letters and newspapers and more
email, ondemand digital feeds, and dme multimedia news. Friends
and local editors have less influence over our thinking as they comg
for our attention. We havenore choice and controbver the
iInformation sources upon which to base our thinking. 11
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Learning

Learning is moving from traditional professional instrudex
environments and material organized with professional pedagogy to
self-directed, ondemand learning 12



Careers

Career development is moving from collecting experiencdsitinling
competencies 13



Personal Responsinilit
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There are overarching themes within the above trends. That is from
G LJdza K ¢ g, franddiedr dirdated to personal responsibility
We now have the opportunity and responsibility to build our skill&4



Reflections

On the posmve S|de we have maredividual liberty, opportunity, and
responsibilityfor ourselves.

The price we pay is that we are, to a larger extentour own We must
take care of ourselves

The challenge we have as a society is to help each individual devel
capacity to care for their careaneeds. 15
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Clarity Around Competencies

Competency [ | 1 0
Based 1 1 1 0
Management

We will have more clarity around competencies. We will think of
experiences in the context of thampact on building our
competencies We will all know what we are good at and we will all
have plans to develop arekploit our strengths 18



SeltDirected Career Paths

We will access and utilize selirected career paths. We will all be call
uponto do abetterjobofself 8 4SaaYSyid |yR 4S¢
GKFG AYTF2NXYIOGAZ2ZY (2 Y2O0S FT2NBI
know thecurrent stateof our skills, have a plan for theture state of

our skills, know how to do gap analysis and creatdearning plansto
eliminate the gaps. 19



Pull From Employer
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Our talent development system on all levels will be driven by the pu
TNRY SYLX 28SNEAP® 9YLI 28SNRE GAff
onimprovements in our talent supply chaih NJ 0 KSNJ 0 K |
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fix the systems, employers will be focused on communicating
requirements and providing planning information to help talent
suppliers meet the requirements. 20



Attributes of the System

B The Talent Supply Chain
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Talent Supply Chain Managemer

Talent SCM will be common practice. Just as managers have learne
how to manage global material and service supply chains, they will
master the management of global talent supply chainkhis will be a
business imperative, not a public service by employers. 22



Foundational Cognitive SKkills

%

The evidencdrased skills identified by the WorkKeys system will gai
recognition. The bundled set of cognitive skills in Nagional Career
Readiness Certificate (NCR@I be thought of less as three discrete
skills of Reading for Information, Applied Math, and Locating

Information and more for theéeasoning components of critical thinkin
and problem solving 23
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The highly fragmented market in soft skills assessments will yield to
few dominanttrusted players Demand will be driven by employers
using the assessments for hiring and promotion decisions. Valid reli

assessments withublished predictive validity studiesvill be the
market leaders. 24




Competency Focuse

Employers will defingoles and establish entry criteria based on the
competenciegequired to perform in those roles. Credentials based ¢
GUAYS Ay A4Sl (3¢ Crdertidlshdt tefdeSentt S a &
competencieswith clear alignment to performance will gain statugs,



Work Team Productivity
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Employers will focus on work team productivity. Value is created by
teams that work effectivelytogether to accomplish results for the
organization. The full set of skills needed to accomplish work outcor
effectively in teams will guide the requirements for role entry. 26



EvidenceBased

Competencies will be evidendrmsed. Credentials will need to be vali
and reliable based othird party assessments of competencies
Learning orddemand from multiple sources will need trusted

Independent validation of outcomes so employers have evidence of
capabilities. 27



Employers in need of talent will have well developed talent supply
chains to pull in talent from multiple sources. These will be global ta
supply chains designed pll the best talent in the worldat the most
competitive rates. Educators and workforce developers will increasit
see their role as the local portion of a global talent supply chain28



Valid Reliable Evidence

Figure 1 Figure 2 Figure 3

Reliable (Consistent) Not Reliable (Consistent) Reliable and Valid
but not Valid and therefore it cannot be
Valid

Markets that have thousands of sellers and thousands of buyers wo
best withclearly defined standardslSO standards are an emerging
solution to the needs of global markets. Talent credentials will evolv
similar fashion. Standards will emerge and thpaity validation will
become a norm. The ANSI/ISO/IEC 17024 standard to harmonize tl
worldwide certification system is a step in this direction. 29



ClosedLoop Feedback Syste

feed
errar disturbance
detector
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' process including
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. feedback path

21994 Encyclopaedia Britannica, Inc.

Evidencebased hiring and promotion will enable the emergence of
closedloop feedback systems. Managers will be able to collect and
analyze data to cause hiring and promotion processes to be predict
uniform, and certain. We will think of hiring and promotion processe
processes that ard dzy’ R S NJ i@ sjxsighh® dtyée of control. 30




ONET Occupational Grouy

Worker-oriented
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Process control analytics will drive the need tor grouping work roles
related occupations. THONET will emerge as the standard
occupational grouping used by all employers, educators, and workfc
development professionals. 31



Regions
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Employers will work together to collaborate around the developmen
regional labor shedsRegional population centers are the logical scal
focus for collaboration among employers. Labor sheds are defined |
the commute patterns between counties. 32



LEAN Education and Workforce Skill Buildir
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Flow
(No Stops, No Piles)

Value Stream
(Steps that Add Value)

Value

From Customer’s Perspective)

Educators will apply LEAN principles to simultaneously improve the
guality, and delivery of educatioflearly defined requirementby
employers will enable suppliers to become more effective and efficie
Education and training will be optimized to focus on the core
competencies required for performance in work roles after employel
clearly define the competencies required for proficient and masterfu
performance. 33




The Talent Econom

The economic model of talent management will be viewed increasir
as asupply and demananodel. Demand will be defined by the
aggregated voice of employers for individuals with the competencie:
required for performance at work. Corporate learning officers will ne
to redefine their roles. Individuals will need to take full responsibility
their own learning and development plans. 34



Thoughts on the market models:

Supply ¥ Demand

35



Health Care Employer Counc
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EvidenceBased Hiring Processe

The Best People ar
Willing and Able
to Perform the Job

EvidenceBased Hiring Processes will provide tleenandside of the
equation. Employers will select the credentials that they trust to info
them of the critical competencies required in various work roles. The
credentials will be the evidence of the essential skills required to
perform in the role. 37



Demand: evidencédased hiring process:

Patient Values

Optimal
Decision

Research

Clinical
Evidence

Data

Evidence Based Medicine: when best evidence
from research meetsclinical information and
patient values, optimal decisions are possible. 38



Competency Model:

MANAGEMENT & ADVANCED
OCCUPATION-SPECIFIC CERTIFICATIONS TECHNICAL COMPETENCIES

INDUSTRY-SECTOR
TECHNICAL COMPETENCIES

OCCUPATION-SPECIFIC CERTIFICATIONS

INDUSTRY-WIDE TECHNICAL
COMPETENCIES

READY FOR WORK, READY FOR COLLEGE ' WORKPLACE COMPETENCIES .
ACADEMIC COMPETENCIES

PERSONAL EFFECTIVENESS COMPETENCIES

il

Competency Modelwill becomecommon language and a cornerston
of job descriptions, hiring processes, and promotion processes.39



Foundational Cognitive SKkills

NATIONAL
CAREER READINESS
CERTIFICATE’

Is awarded t

Joseph P. Sample

of verifie Ikll 1\”1 d Mathe
l.m .mn_u lnlnun.nlu wd Reading for Info

Foundational Cognitive Skills based on the NCRC skills with empha
the critical thinkingand problem solvingskill levels. 40



Behavioral Skills
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Behavioral Skills that enable effective and efficient accomplishment
work tasks, duties, and responsibilities in team environments. 41




Observation Skills

Observation Skills that quantify the perceptive abilities of individuals
that employers can correlate abilities to work performance. 42



Degrees, Licenses, & Occupational Credent

Degrees, Licenses, and Occupational Credentials that represent the
content knowledgeand skills required to perform the specific rolés




Job Descriptions

Job Descriptions based on the ONET occupational groupings. Role
descriptions will need to start with a reference to the relevant ONET

code and detall the specific role relative to the general definition of s
provided in theONET definition. 44



