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Let’s Take a Poll
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1. Who among us is involved in the hiring process?
2. Who among us screens out applicants based on reviews of 

resumes?
3. Who among us has hiring interviews of 45 minutes or less?
4. Who among us uses the annual performance review as the 

main performance feedback process?
5. Who among us makes assignments based on the strengths 

of team members?
6. Who among us encourages/expects our team members to 

develop career development plans?
7. Who among us actively coaches team members to achieve 

their personal and organizational goals?
8. Who among us uses development and advancement as both 

a lever and a reward?



Introduction: TM Defined
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“a holistic approach to optimizing human capital, which 
enables an organization to drive short-term and long-
term results by building culture, engagement, 
capability, and capacity through integrated talent 
acquisition, development, and deployment processes 
that are aligned to business goals”

Source: Paradise, A. (2009). Talent management defined. Training and 
Development, 63(5), 68-69.



TM Strategy
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• Focusing on Pivotal positions
⁻ Contribute to goal achievement disproportionately
⁻ Broad performance variability

• What positions might these be in public sector procurement?
– Buyers/Procurement Specialists
– Sr Buyers/Sr Procurement Specialists
– Directors/Assistant Directors
– Diversity personnel

• Who is your most important customer?
• Whose performance impacts that customer experience the 

most?



TM Strategy Resources
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• Good to Great, Jim Collins, 2001
• The Differentiated Workforce, Brian Becker, Mark Huselid & 

Richard Beatty, 2009
• Beyond HR: The New Science of Human Capital, John 

Boudreau & Peter Ramstad, 2007



Framework of Talent Management
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HIRING SMARTER



The Hiring Problem
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• 66% of U.S. organizations make bad hiring decisions
• Managers will the right talent are not selected 82% 

of the time
• Selection errors are costly to employers – 16% to 

213% of an employee’s wage or salary for 
replacement

• Selection systems rarely apply the scientific 
principles from the I/O Psychology domain

• Most people believe they are good judges of others
• Prediction, at its best, is difficult and prone to errors



The Hiring Landscape
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1980 2017



What HR Forgot to Tell You
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• The most educated or experienced applicant is not 
necessarily the best pick.

• The resume screening process has no proven validity 
to predict job performance.

• There is little evidence on whether resume data is 
accurate or inaccurate.

• General cognitive ability is the most predictive 
criteria for hiring.

• You can’t detect personality traits with accuracy from 
a resume or an interview (except extroversion)

• Structured interviews are more valid.



An Intelligent Approach to Hiring
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• Invest heavily in the process
• Know what you’re looking for (now and in the future)

– Can-Do Factors: knowledge, skills & competencies
– Will-Do Factors: motivation, agility & integrity

• Know what you can reasonably assess during the 
hiring process

• Stick to the evidence that you’ve confirmed
• Manage your personal biases



What the Volcker Alliance Says
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• Procurement should move beyond its clerical 
trappings and enable public agency missions and 
desired outcomes through
– Serving as a business adviser to internal customers by 

understanding their needs and counseling them on how 
the supplier market can meet those needs;

– Helping shape purchasing requirements and evaluate 
trade-offs by collaborating with internal customers and 
suppliers; and

– Managing relationships between internal customers and 
suppliers from the pre-award phase through the successful 
delivery of goods and services



Procurement Competencies
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• Policies & Regulations
• Program & Project Management
• Contracting Process
• Requirements Planning
• Business Acumen & Financial Analyses
• Problem Solving & Critical Thinking
• Risk Analysis & Management
• Negotiations
• Contract Management & Administration
• Internal Customer Alignment & Expertise
• Market Alignment & Expertise
• Supplier Engagement

Source: Doing the People’s Business: Key Competencies for Effective Public Sector Procurement, The 
Volcker Alliance, 2016, p. 17.



Common Selection Methods & Validity
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Method Validity
Applications Unknown
Resume Receipt & Screening None
Testing Very Good
Interviews Good
Reference Checks Unknown
Background Checks & Confirmations Incremental



Applicant Interviews
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• Typically focus on
⁻ “Personality traits” (35%)

⁻ Applied social skills (28%)

⁻ General cognitive ability (16%)

• The most predictive personality factors 
(conscientiousness and emotional stability) cannot be 
judged accurately in interviews (only through testing)

• All forms of fit (person-job, person-organization, etc.) 
have stronger relationships with job satisfaction than 
job performance (all correlations are modest)



Applicant Interviews
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• Structured interviews have highest predictive validity and 
maintain focus on KSAs

• Talent portability cannot be assumed

• Scoring and summing is a good practice

• Interviewee performance contributes to ratings at twice 
the rate of job-related interview content

• Best approach: focus on assessing learning capability 
(mindset and motivation) and job-related knowledge, 
skills and abilities



Bias
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• We all have it

• It’s internal (efficient brains!)

• It doesn’t make us bad people

• It can make us blind to opportunities, the potential in 
others, etc. and result in poor decisions and behavior

• Understand your own and check them



Hiring Resources
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• Doing the People’s Business: Key Competencies for Effective 
Public Sector Procurement, The Volcker Alliance, 2016

• NAEP Competency Model, National Association of Educational 
Procurement, 2013

• Types of cognitive biases: 
http://www.scribd.com/doc/30548590/Cognitive-Biases-A-
Visual-Study-Guide

• Mistakes Were Made (but not by me), Carol Tavris and Elliott 
Aronson, 2007

http://www.scribd.com/doc/30548590/Cognitive-Biases-A-Visual-Study-Guide


MANAGING EFFECTIVELY



The Dilemma
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• Most managers are promoted or hired based on their 
performance as an individual contributor

• Management of others isn’t taught much
• Career imprints and cognitive schemas are likely 

present
• Workplace expectations and workforce composition 

have shifted (a lot)
• Hierarchy and authority-based management styles 

still prevalent in many organizations



Managing Knowledge Workers
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• Means of production are in their heads (Drucker)
• What is needed

– Meaningful work: contributing value
– Progress

• What contributes to long-term success (Amabile & 
Kramer)
– Small wins & breakthroughs
– Goals, forward movement & goal completion
– Autonomy
– Resources (including time)
– Helping
– Respect, encouragement, emotional support and affiliation



Millennials: It’s Easy
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• Move beyond stereotypes
• Shift your own thinking and temper your biases
• Understand their boundaries
• Invest your time
• Take a coaching approach to managing
• Assign meaningful and challenging work
• Deliver developmental feedback
• Leverage their technology savviness and ability to 

work in teams



Situational Leadership
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Source: Management of Organizational Behavior, Paul Hersey and Kenneth Blanchard, 1988. 



Coaching Forward
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• Know when coaching is appropriate
• Know who is coachable
• Focused on behavior and behavior change



Managing Resources
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• The Progress Principle, Teresa Amabile & Steven Kramer, 2011

• Management of Organizational Behavior, Paul Hersey and 
Kenneth Blanchard, 1988.

• Unlocking Potential: 7 Coaching Skills That Transform 
Individuals, Teams, and Organizations, Michael Simpson, 
2014.

• Strengthsfinder 2.0, Tom Rath, 2007.

• Mindset, Carol Dweck, 2007.



DEVELOPING ROBUSTLY



Sources of Development
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• Assignments (70%)

• Coaching and Mentoring (20%)

• Formal Training (10%)



Developmental Assignments
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• Intentional
• Learning-focused (depth)

– New knowledge
– New skill development
– Skill honing

• Stretch assignments (depth)
• Cross-functional projects (breadth)
• Next-level Now assignments
• Fail-safe zones



On Strengths
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• Strengthsfinder assessment, based on Gallup 
research

• 34 themes in four domains
– Executing
– Influencing
– Relationship Building
– Strategic Thinking

• Widely used for managing, coaching and developing 
others

• Useful in composing teams for collaborative projects
and change initiatives



ADVANCING WELL



Core Principles
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• Develop your own stars, don’t try to buy them
• Plan explicitly for development and advancement
• Consider lateral “promotions”
• Mitigate risks of bad promotions

– Development
– Opportunities to collaborate and manage others
– Certifications

• Be a champion for others and give both support and 
recognition



THE GREAT LEAP FORWARD FOR LEADERS
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• Learn more about yourself and others

• Stretch into discomfort

• Shift your thinking

• Broaden your competencies

• Lead your own change



A Parting Thought...
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“We are capable of believing things which we 
know are untrue, and then, when we are finally 
proved wrong, impudently twisting the facts so as 
to show that we were right.  Intellectually, it is 
possible to carry on this process for an indefinite 
time: the only check on it is that sooner or later a 
false belief bumps up against solid reality, usually 
on a battlefield.” – George Orwell (1946)
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