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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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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 5






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 formatg.



Community

The center of our belonging is moving from solely being members
local communities to members of tiggobal community. 8



We work less in toglown command and control organizations and
more inteams and networks 9




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. 10
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Learning

Learning is moving from traditional professional instrudex
environments and material organized with professional pedagogy to
self-directed, ondemand learning 11



Careers

Career development is moving from collecting experiencdsitinling
competencies 12



Personal Responsinilit
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There are overarching themes within the above trends. That is from
G LJdza K ¢ &, franddedr direcied to personal responsibility
We now have the opportunity and responsibility to build our skill&3



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. 14
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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 17



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. 18



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. 19



Attributes of the System

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. 21



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 statug.



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. 23



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. 24



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 chain25



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. 26



ClosedLoop Feedback Syste

feed
errar disturbance
detector

: error f;:.;ii-lrd J sampler ;
' process including
connecting lines -_

line from zampler to controller

. 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 iD& sjksighh® dtyte of control. 27




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. 28



Health Care Employer Counc

Regional Employers

Workforce Workforce
Planning I Planning

Talent
. Acquisition
Workforce . DTaIeInt
Development evelop-
ment




Foundational Cognitive SKkills

NATIONAL
CAREER READINESS
CERTIFICATE’

Is awarded t

Joseph P. Sample
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Foundational Cognitive Skills based on the NCRC skills with empha
the critical thinkingand problem solvingskill levels. 30



Behavioral Skills

Behawvioral
Therapy \
Erefrontal )’ A
ortex - =
Jecision making @0 ™ _ = \\ S, Hippocampus
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learning & memory

"Storaqe Facili‘l-y"

~ % Thalamus
evaluates signal
"Pleasure Center"

~~ Hypothalamus
directs the signal
Key "Traffic Cop"

gy - Unes
weipr — Behavioral Therapy

Behavioral Skills that enable effective and efficient accomplishment
work tasks, duties, and responsibilities in team environments. 31




Observation Skills

Observation Skills that quantify the perceptive abilities of individuals
that employers can correlate abilities to work performance. 32



Listening SKkills

Listening Skills that quantify the perceptive abilities of individuals sc
that employers can correlate abilities to work performance. 33



Degrees, Licenses, & Occupational Credent

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




Performance Feedbac

Recognizing
and Rewarding
Performance

Performance
Planning

Performance
Management

Reviewing and
Appraising
Performance

Coaching and
Feedback

Performance Feedback systems that colemturate supervisor
feedback on performancéo enable statistical analysis of the process
control for hiring and promotion processes. 35



Diversity qnd Inclusior

B

Diversity and Inclusion initiatives will embrace foundational skills
training, development, and certification as toolsaocelerate progress
Inclusiveness goals and plans will be integrated into talent developr
at all levels from sourcing, selection, and hiring to development thro
retirement. 36
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Career Literacy SKills
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Career Literacy Skills will become a necessity for the majority of
workers. Everyone will need to learn how to plan and organize targe
skill development teenable career progressian 38
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Career

WorkKeys / NCRC

» Reading for
Information

s Applied Mathematics

* |Locating Information

Personal Skills

Assessments (PSAs)

* Performance (risky
behaviors)

* Talent (personal traits
and attitudes)

e Fit (interests and
values)

Homework —

DISCOVER

* Interest Inventory
« Abilities Inventory
 Values Inventory

CAREER OPTIONS

Group —3 Hours

2 EXPLORE CAREER OPTIONS

Overview of higt
demand jobs in our
region

Reading and research
(O*Net) on three
best fit career
options
Informational
interviews (call three
people in occupation)

DISCOVER resources
and tracking

Homework
assignment

*Decision Making Scorecard

THREE BEST FIT
OCCUPATIONS

l Individual — 30 Minutes

Coaching

3 DECISION - MAKING

including 14 job fit
criteria

Review exploration
Coaching for written
plan

*Research

s Education
s Job

Homework
assignment

*Prepfor Written Plan
session

ONE BEST FIT
OCCUPATIONAL
TARGET

’ Individual — 30 Minutes
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Appropriate
educational institute
or program and
details (location, cost,
timing, pre-
requisites)

Educational funding
plan

Job search and
resume writing
advice

Further research
Follow Up

Portfolio

WRITTEN PLAN

‘ Individual — 30 Minutes

Career Coaching will becomestandard practiceas hiring requirements
become more clear and specific.

39



Peter Drucker

ASuccess in the knowledge economy
comes to those who know themselves
C their strengths, their values, and
how they best perform.

. (O

ASelfl y2 6t SRIS AayQi
LISNBR2Y T SYNAROKYSYVY I
ly2¢gft SRIS SO2y2Yeécx
survival.

Footnote: Peter Drucker publishédianaging Oneselh Harvard Business Review in 1999. The article was an
excerpt from his then upcoming bodkanagement Changes for the 2Century(published May 1999). 40
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? - EvidenceBased Hiring and Promotion

AEvidence of Cognitive Skills
0 Reading, Math, etc.
o0 Reasoning, Critical Thinking & Problem Solving

AEvidence of Behaviors

0 Integrity
0 Personality Traits and Characteristics
0 Interests & Values

AEvidence of WorkRelated Content Knowledge
0 Degrees, Licenses, Certificates

AEvidence of Personal Responsibility
0 Resume, Career Plan, Education Plan

AAnalysis to Correlate Competency Evidence to Outcom@s
o Valid Reliable Performance Feedback 42
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