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Talent: Origin and history of the concept
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Importance of talent management

Medium
need
to act

Relevance today

°c O
Low High

Current capability
Sources: Proprietary Web survey with 5,561 responses; BCG/WFPMA analysis.
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Working definition
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All-embracing process

Strategic HR management

b

UNIVERSITAT
BERN

Organisation of HR management

HR planning, HR marketing, HR controlling

&

Attraction Introduction Assessment Development
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Decades of research in the field
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Specialist superiors as a bottleneck

BERN

Assessment of influence of insufficient time resources on the part of direct
superiors on the effectiveness and efficiency of trainee programmes.

Author Rank Author(s) Rank
Kloke (2009: 65) 1 Saner (2009:66) 3
Ege (2005: 108) Thom/Friedli/Kuonen (2002: 24 {.) 1
Zimmermann (2002: 118) Arnold (1999: 81) 1
Weibel (1996: 113) Schmid (1996: 76) 1
Gattlen (1993: 64) Schmiedeknecht (1993: 72) 1
Liechti (1991: 94) Meyer-Riedt (1987: 60) 1

N P B R

=» Shortage of time on part of superiors is a major problem
=» This result obtained already in earliest study by Thom (1987)
Montreux, September 2016 Ciop)
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Nesemann‘s model (Nesemann 2012)

« Commitment of direct superior

» Commitment of top
management

» Use of mentoring programmes

* Project work

» Stays abroad
* Integration within corporate HR
development

Montreux, September 2016 QOD 10
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Nesemann‘s model (Nesemann 2012)
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Commitment of direct superior
(tested in 130 companies)

Hypothesis

Hla Sufficient time resources on the part of direct Confirmed
superiors are conducive to achieving the
objective of integration.

Hlb Sufficient time resources on the part of direct Confirmed
superiors are conducive to achieving the
technical educational objective.

Hlc Sufficient time resources on the part of direct Not confirmed
superiors are conducive to achieving the
iInformational objective.

(cf. Nesemann 2012)
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Integration within corporate HR development
(testing in 130 companies)

ypothesis

H6 Integrating trainee programmes within corporate Confirmed
HR development is conducive to achieving the
sustainability objective.

(cf. Nesemann 2012)
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Integration within HR development (ex. for
statistical methods used)
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High Potentials
Retention Management
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High Potentials
Retention Management

Survey on Retention Management for High Potentials

Data collection Management: qualitative study
Employees: quantitative study

Montreux, September 2016 QOD 16
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High Potentials
Retention Management

Desired features of job/tasks:

Job/task characteristics Average | Average
Comp.A [Comp. B

Competences 1.32 1.28
Varied activities 1.39 1.47
Meaningful tasks 1.40 1.60
Significance for company 1.62 1.70
Deployment adequate to 1.72 1.70
gualification

Sufficient scope for action 1.57 1.94

Rating scale: 1 = very important/fulfilled to large degree in the company; 5 = totally unimportant/wholly absent in the
company.
(cf. Thom et al. 2003: 241 and Moser/Saxer 2008: 115, 157)
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High Potentials
Retention Management

Important factors in job choice:

Factor Rank Rank
Comp.A |Comp. B

Tasks and activities 1 1
Superiors 2 2
Colleagues 3 3
Salary 4 4
Corporate culture 5 5
Company-internal 6 6

communication
Training and further education 7 7

(cf. Thom et al. 2003: 241 and Moser/Saxer 2008: 116, 158)
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