TAFE / TERTIARY AND ITS PEOPLE – Talent Management 
Why is Talent Management Important?

Forecasters predict that the rate of workforce participation in Australia will fall by 0.4 per cent per annum[footnoteRef:2]. As unemployment is not expected to increase dramatically, this will cause a significant shortfall of workers over the next five years, and by the early 2020s, the number of people retiring will exceed those entering the labour force.[footnoteRef:3] Couple this shrinking pool of available talent with the correlating increase in demand, and all industry sectors are facing what we at Slade call the “battle for brains”.  [2:  Critchley, R.,  March 2006, Designing Professional Development for the Knowledge Era, The Ageing Workforce – to Rewire or Rust.]  [3:  Critchley, R.,  March 2006, Designing Professional Development for the Knowledge Era, The Ageing Workforce – to Rewire or Rust. 
] 


And a battle it is! Organisations can no longer react to vacancies or skill gaps by sending out standard job advertisements and hoping to tap into a large pool of active job seekers. They are now focusing their attention on pro-actively identifying and extracting key ‘talent’ from their competitors to fill their own skill gaps. With this practice becoming more common place, and with a decreasing amount of skilled employees to choose from, organisations need to focus not just on recruiting, but developing and hanging on to their talent. A highly motivated workforce, filled by talented and committed people, should be considered the most important asset organisations can have, and a critical piece in achieving organisational excellence in the future. 

If we consider the TAFE and Tertiary sectors this means radical change to recruitment in what has been historically a process driven formula. For instance, the use of selection criteria for appointments and strictly adhered to closing dates for applications may require an overhaul, and the interview and job offering processes will need to be expedited to ensure the talent is secured. Flexibility with offers will also need to be considered, as monetary rewards are now not the only factor individuals consider when offered a position. 

So, what is Talent Management? 
Best practise talent management is an extension of workforce planning and is concerned with:
1. Assessing what the organisation needs to meet current and future business plans and developing a strategy (supply and demand).
2.  Establishing processes to measure competence of current workforce, and identifying  any skills gaps that exit
3. Identifying ways to attract those with skills critical to the organisations success
4. Creating a range developmental tools and processes to provide tailored approaches depending on the individual needs of employees
5. Developing retention strategies that encompass more than just monetary rewards
6. Measuring the impact these strategies have to allow for refinement and updating of policy to deliver continual high performance 

Using relevant industry examples, how to develop, implement and maintain such strategies will be explored through the presentation.
