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Why Talent SCM?

People are people. People are not parts moving through a logistics 
system. Understood and agreed. We selected talent supply chain 
managementas a framework because business leaders understand 
that framework. And, we need business leaders to embrace this work 
and participate in the leadership of transformational change. 2
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Pre-K EmployerPrimary
(K-8)

Secondary
(9-12)

Post
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(Various)

Tier 4 Tier 3 Tier 2 Tier 1 OEM

The Talent Supply Chain
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Push or Pull?



Predictable, uniform, certain

ά9ƳǇƭƻȅŜǊǎ ǿƻǊƪ ǘƻ ƳŀƪŜ ǘƘƛƴƎǎ ǇǊŜŘƛŎǘŀōƭŜΣ ǳƴƛŦƻǊƳΣ ŀƴŘ ŎŜǊǘŀƛƴΦ 
Predictability, uniformity, and certainty are universal goals of executives. 
The National Career Readiness Certificate does this for the hiring 
ǇǊƻŎŜǎǎΦέ aŀŎ MacIlroy, Past President, MMA, 2008 5



Trends
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Information that was scarce is now abundant. We spend less time 
searching and collecting scarce information and more time filtering and 
organizing the abundance of information available to us. Media is 
shifting from place-based paper to globally available digital formats.

Information
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Community

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



Work

We work less in top-down command and control organizations and 
more in teams and networks. 9



Communication

We are communicating less with letters and newspapers and more with 
email, on-demand digital feeds, and on-line multimedia news. Friends 
and local editors have less influence over our thinking as they compete 
for our attention. We have more choice and control over the 
information sources upon which to base our thinking. 10



Learning

Learning is moving from traditional professional instructor-led 
environments and material organized with professional pedagogy to 
self-directed, on-demand learning. 11



Careers

Career development is moving from collecting experiences to building 
competencies. 12



Personal Responsibility

There are overarching themes within the above trends. That is from 
άǇǳǎƘέ ǘƻ άǇǳƭƭΦέ And, from other directed to personal responsibility. 
We now have the opportunity and responsibility to build our skills. 13



Reflections

On the positive side we have more individual liberty, opportunity, and 
responsibilityfor ourselves.
The price we pay is that we are, to a larger extent, on our own. We must 
take care of ourselves.
The challenge we have as a society is to help each individual develop the 
capacity to care for their career needs. 14
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Clarity Around Competencies

We will have more clarity around competencies. We will think of 
experiences in the context of their impact on building our 
competencies. We will all know what we are good at and we will all 
have plans to develop and exploit our strengths. 17



Self-Directed Career Paths

We will access and utilize self-directed career paths. We will all be called 
upon to do a better job of self-ŀǎǎŜǎǎƳŜƴǘ ŀƴŘ ǿŜΩƭƭ ƪƴƻǿ Ƙƻǿ ǘƻ ǳǎŜ 
ǘƘŀǘ ƛƴŦƻǊƳŀǘƛƻƴ ǘƻ ƳƻǾŜ ŦƻǊǿŀǊŘΦ Lƴ ƻǘƘŜǊ ǿƻǊŘǎΥ ²ŜΩƭƭ ŜŀŎƘ ƴŜŜŘ ǘƻ 
know the current stateof our skills, have a plan for the future stateof 
our skills, know how to do a gap analysis, and create learning plansto 
eliminate the gaps. 18



Pull From Employers

Our talent development system on all levels will be driven by the pull 
ŦǊƻƳ ŜƳǇƭƻȅŜǊǎΦ 9ƳǇƭƻȅŜǊǎ ǿƛƭƭ ōŜ ǘƘƛƴƪƛƴƎ ŀƴŘ ǎŀȅƛƴƎ ά²Ŝ ŀǊŜ ǿƻǊƪƛƴƎ 
on improvements in our talent supply chainέ ǊŀǘƘŜǊ ǘƘŀƴ ά¢ƘŜȅ ƴŜŜŘ ǘƻ 
ŦƛȄ ǘƘŜ ǎŎƘƻƻƭǎ ŀƴŘ ǿƻǊƪŦƻǊŎŜ ǎȅǎǘŜƳΦέ wŀǘƘŜǊ ǘƘŀƴ ŜȄǇŜŎǘƛƴƎ άǘƘŜƳέ ǘƻ 
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
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Talent Supply Chain Management

Talent SCM will be common practice. Just as managers have learned 
how to manage global material and service supply chains, they will 
master the management of global talent supply chains. This will be a 
business imperative, not a public service by employers. 21



Competency Focused

Employers will define roles and establish entry criteria based on the 
competenciesrequired to perform in those roles. Credentials based on 
άǘƛƳŜ ƛƴ ǎŜŀǘǎέ ǿƛƭƭ ƘŀǾŜ ƭŜǎǎ ǎǘŀǘǳǊŜΦ Credentialsthat represent
competencieswith clear alignment to performance will gain stature.  22



Work Team Productivity

Employers will focus on work team productivity. Value is created by 
teams that work effectively together to accomplish results for the 
organization. The full set of skills needed to accomplish work outcomes 
effectively in teams will guide the requirements for role entry. 23



Evidence-Based

Competencies will be evidence-based. Credentials will need to be valid 
and reliable based on third party assessments of competencies. 
Learning on-demand from multiple sources will need trusted 
independent validation of outcomes so employers have evidence of 
capabilities. 24



Pull Systems

Employers in need of talent will have well developed talent supply 
chains to pull in talent from multiple sources. These will be global talent 
supply chains designed to pull the best talent in the world at the most 
competitive rates. Educators and workforce developers will increasingly 
see their role as the local portion of a global talent supply chain.25



Valid Reliable Evidence

Markets that have thousands of sellers and thousands of buyers work 
best with clearly defined standards. ISO standards are an emerging 
solution to the needs of global markets. Talent credentials will evolve in 
similar fashion. Standards will emerge and third-party validation will 
become a norm. The ANSI/ISO/IEC 17024 standard to harmonize the 
worldwide certification system is a step in this direction. 26



Closed-Loop Feedback Systems

Evidence-based hiring and promotion will enable the emergence of 
closed-loop feedback systems. Managers will be able to collect and 
analyze data to cause hiring and promotion processes to be predictable, 
uniform, and certain. We will think of hiring and promotion processes as 
processes that are άǳƴŘŜǊ ŎƻƴǘǊƻƭέ in a six-sigma style of control. 27



Regions

Employers will work together to collaborate around the development of 
regional labor sheds. Regional population centers are the logical scale of 
focus for collaboration among employers. Labor sheds are defined by 
the commute patterns between counties. 28
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Foundational Cognitive Skills

Foundational Cognitive Skills based on the NCRC skills with emphasis on 
the critical thinking and problem solving skill levels. 30



Behavioral Skills

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



Observation Skills

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



Listening Skills

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



Degrees, Licenses, & Occupational Credentials

Degrees, Licenses, and Occupational Credentials that represent the 
content knowledge and skills required to perform the specific roles.34



Performance Feedback

Performance Feedback systems that collect accurate supervisor 
feedback on performance to enable statistical analysis of the process 
control for hiring and promotion processes. 35



Diversity and Inclusion

Diversity and Inclusion initiatives will embrace foundational skills 
training, development, and certification as tools to accelerate progress. 
Inclusiveness goals and plans will be integrated into talent development 
at all levels from sourcing, selection, and hiring to development through 
retirement. 36



Thoughts on Career Navigation:
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Career Literacy Skills

Career Literacy Skills will become a necessity for the majority of 
workers. Everyone will need to learn how to plan and organize targeted 
skill development to enable career progression. 38



Career Coaching

Career Coaching will become a standard practice as hiring requirements 
become more clear and specific. 39



Peter Drucker
ÅSuccess in the knowledge economy 

comes to those who know themselves 
ςtheir strengths, their values, and 
how they best perform.

ÅSelf-ƪƴƻǿƭŜŘƎŜ ƛǎƴΩǘ Ƨǳǎǘ ŀ ǘƻƻƭ ŦƻǊ 
ǇŜǊǎƻƴŀƭ ŜƴǊƛŎƘƳŜƴǘΦ Lƴ ǘƻŘŀȅΩǎ 
ƪƴƻǿƭŜŘƎŜ ŜŎƻƴƻƳȅΣ ƛǘΩǎ ŎǊƛǘƛŎŀƭ ŦƻǊ 
survival.

Footnote: Peter Drucker published Managing Oneselfin Harvard Business Review in 1999. The article was an 
excerpt from his then upcoming book Management Changes for the 21st Century (published May 1999). 40
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Pre-K EmployerPrimary
(K-8)

Secondary
(9-12)

Post

Secondary
(Various)

? - Evidence-Based Hiring and Promotion
ÅEvidence of Cognitive Skills

o Reading, Math, etc.
o Reasoning ςCritical Thinking & Problem Solving

ÅEvidence of Behaviors
o Integrity
o Personality Traits and Characteristics
o Interests & Values

ÅEvidence of Work-Related Content Knowledge
o Degrees, Licenses, Certificates

ÅEvidence of Personal Responsibility
o Resume, Career Plan, Education Plan

ÅAnalysis to Correlate Competency Evidence to Outcomes
o Valid Reliable Performance Feedback 42



43



About the Authors

Bill Guest is the President and CEO of Metrics 
Reporting, a West Michigan based workforce 
development and information technology 
consulting firm. He is an international 
consultant, conference speaker, and practitioner 
in the areas of workforce development, 
innovation, and metrics. His consulting practice 
is currently focusing on human capital supply-
chain challenges at all levels. His work draws on 
experiences from his 25 years of industry 
experience in a variety of roles from engineer to 
CEO. Bill can be contacted at: 
bill.guest@metricsreporting.com

Tom Karel is Vice President of Organization and Talent 
9ŦŦŜŎǘƛǾŜƴŜǎǎ όh¢9ύ ŀǘ {ŀƛƴǘ aŀǊȅΩǎ IŜŀƭǘƘ /ŀǊŜΦ ¢ƻƳ ƛǎ ŀ 
recognized innovator and collaborative leader working to 
advance talent systems on all levels: locally at Saint 
aŀǊȅΩǎΣ ǎȅǎǘŜƳ-wide at Trinity Health, and regionally in 
West Michigan. He served as a member of the Health 
Care Regional Skills Alliance convened by the Alliance for 
Health. He is a founding member and chair of the Health 
Care Employer Council, a West Michigan based group of 
industry leaders, working to create an adequate pipeline 
of qualified, competent and compassionate health care 
workers to meet the needs of the region for the next 15 
years. The council collectively acts as the caretaker of the 
West Michigan health care labor shed.  They recognize 
that all employers draw from the same pool of workers, 
therefore they work together to build the quantity and 
quality of workers in the pool. Together they must 
forecast needs, communicate requirements, solve 
regional problems, and work collaboratively with talent 
supply-side partners to improve the workforce and 
education systems. Tom can be contacted at: 
kareltl@trinity-health.org

Copyright © 2010 by Bill Guest and Tom Karel

Permission is hereby granted to reproduce or reprint 
quotations from this work provided that such 
reproductions or quotations are not altered or edited 
in any way and provided that an appropriate credit line 
and copyright notice are included.

Download Talent SCM at: www.ncrcadvocates.org
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