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HAVE WE 
MANAGED 
TALENT 
PROPERLY?

Time, talent, and energy—these three things are the ones making human capital 
the scarcest source a company has. Not only that the number of seconds is finite 
for everyone, finding and retaining valuable talents is also one of the hardest things 
on today’s business environment; so hard that it is referred as the “war” of talent. 
Finding inspired talents is just as hard—a research found that only one in eight 
employees is inspired enough to get a boost in productivity. Despite this absolute 
scarcity, companies tend to overlook talent management.  

This is pale in comparison to the amount of attention management allocates to 
managing financial capital which has always been meticulously managed and 
monitored through two-foot tall report papers. Yes, we love seeing those balance 
sheets even if financial capital is relatively abundant and cheap in today’s business. 
Is it wrong to put extra attention to financial capital? Of course not. However, since 
the value of people has skyrocketed, CEOs are now required to reserve their time 
on human resources as much as it really deserves. If your company have neither 
measured it, invested on it, nor monitored it, that means it has not given talent 
management a proper look. 

This edition of RiskView addresses main issues revolving Talent Management 
such as recruitment dilemma, challenges of multigenerational workforce and one 
critical factor in managing talent: its risks. 

Enjoy the read!
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IS TALENT 
MANAGEMENT  
JUST AN HR 
CATCHPHRASE?

Being relatively new, talent management definition still sparks 
debates among professionals and academics. Despite this, talent 
management is widely accepted as a shift of paradigm in hiring, 
managing, and retaining valuable employees that put people at 
the heart of their business strategy. 

That being said, considering people as a company’s source of 
competitive advantage needs to be followed by committing to a 
long and rigorous human capital management life cycle.

Human Capital 
Management  
Life Cycle

TALENT ATTRACTION & 
RECRUITMENT

DEVELOPMENT & 
DEPLOYMENT

TALENT 
RETENTION
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While these components seem to be no different than those in ancient HR, there are 
several fundamental distinctions. One of such is how hiring, training, and retention 
are now federated to the front-line managers, contrary to how it was centralized in 

the HR department. HR is also highly associated with merely administrative matters: 
salaries, bonuses, vacations, complains, and such, whereas Talent Management is 

focused on helping and improving top talents in organization. 

Facing these arguably thin differences, some managers say that Talent Management 
is just another fancy term. Whichever side you are in this debate, it is important to 
acknowledge that managing people—particularly in those three main components 

stated earlier—is not as simple as it was before. 

It is vivid that the steep complexity of managing HR is here to stay. The best 
companies know it is not a matter of calling this Talent Management or Human 

Resource Management; rather, it is about adapting to the new era.

IS TALENT  
MANAGEMENT  

JUST AN HR  
CATCHPHRASE?



FOCUS: 
OPERATIONAL 
EFFICIENCY
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Changes in how organizations treat people have a lot to do 
with development in management thinking. 

In the industrial era, when efficiency of production process 
held the greatest importance, managing their employees 
was relatively easier; they followed hierarchical systems or 
mechanisms which provided clear responsibilities and 
created homogeneity and stability. In those days, loyalty 
was expected as most people were satisfied having one job 
for a life time.

THE EVOLUTION OF 
TALENT MANAGEMENT: 
THEN

5
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That, however, is no longer the case. In this era of Netflix and 
Google, heterogeneity and turbulent environment demand 
companies to adapt quickly and be able to transform radically. 
These require more people with advanced capabilities such as 
critical thinking and creativity as well as push top management 
and line managers to be involved heavily in talent management 
as opposed to handing it over exclusively to Human Resources. 

To make everything harder, in addition to the difficulty of 
finding the right people satisfying companies’ demand, 
retaining them is just as hard—if not harder.  

Outstanding talents realize they have the upper-hand in the 
market, which then makes them very easy to job-hopping. Not 
to mention the intricacy of managing multi-generational 
workforce that once was not even a problem.

FOCUS: 
MISSION, 
PURPOSE, 
SUSTAINABILITY

6

THE EVOLUTION OF 
TALENT MANAGEMENT: 
NOW



RISKVIEW 
BY ENTERPRISE RISK MANAGEMENT ACADEMY

7

In general, the demand for top talents always increases. Thus, the change in 
salary level and recruiting budget is rather expected. However, how about 
changes that come from today’s trend, like technology advancement, 
demographic progress, etc? Below are 10 trends that should be considered. 

2. Heavier blended workforce 
‘Blended workforce’ here does not talk about cultural diversity, but the employment 
status which are freelancers and permanent workers. It becomes popular as blended 
workforce is seen as more flexible. In addition, multiple studies forecast that at least 40% 
of the workforce will become freelancers in the next few years. 

3. Reviews’ change from annual to continuous 
Today’s professionals crave for fast feedbacks, and social media like Twitter and 
Facebook got their back. The real-time character of social media makes it possible for 
them to receive instant gratifications. Currently, 19% of Generation X and Z receive their 
feedback daily.

1. Change in candidates & employees’ experience 
Improving customer experience has been going on for a long time. As for candidates & 
employees’ experience, it is taken into account as a result of the rise of online networks. 
A study found that 60% of job seekers had poor candidate experience, and 72% of them 
share the experience on online review sites. Not only ensuring that there won’t be any 
re-application, it will also reduce the number of other applicants. Now, it seems pretty 
normal for companies to address the issue.

2017’S 
WORKPLACE 
TRENDS



6. War of retaining talents 
Several studies find that most Generation X leaves their 
workplace after 2 years. On the other hand, employers are well 
aware that there are no lifetime employment contracts. Worse, 
48% employers still fail in fulfilling job vacancies. Based on this 
information, it is highly likely that employers will give their best, 
whether on employees’ experience or corporate culture and 
values, to retain their talents.

RISKVIEW 
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4. Encounter of Gen Y and Z 
In 2017, Generation Z will have their first full year of being in the 
workplace. As for Generation Y, 36% of them already received 
manager title or above. So far, 78% of the two generations 
combined say that their expectations of the workplace have 
been met. However, as they progressed further, frictions might 
arise. This is predicted as more Generation Y has taken 
managerial position, and like other generations, they negatively 
stereotype the Generation Z as being lazy. 

5. Virtual reality in hiring and training 
A study found that one-fourth of Generation Z prefer their 
company to adopt virtual reality technology to the workplace. As 
for the technology, its revenue is forecasted to reach $8 billion in 
the next two years, showing how popular it is. Considering the 
information, it is likely that companies will fulfill the generation’s 
request and also use the technology for hiring matters.

Teams with high performance have always been believed to be 
able to compete in the future. But, that is not the only reason 
why this trend happens. Companies are aware of the rising 
number of Generation Y and Z in the workforce. Since both 
generations have characteristics to be working better in teams 
rather than alone, companies are preparing the right 
environment for them. 

7. Shift from individual to team performance

2017’S 
WORKPLACE TRENDS
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10. Casual office attires  
This trend started from working remotely. The practice of 
working remotely makes people eventually want to dress 
casually, and the practice was truly popular in 2014. Apparently, 
more and more employees demand to drop the formal attire and 
retorting to jeans and shirts. Then, a survey from OfficeTeam 
finds that 50% of managers realized their employees are 
wearing much less formal attires than they did in 2011.

9. Creativity in benefit packages 
The recent interesting approach of benefit packages is a student 
loan benefit. The company that started the trend is Fidelity,      
by helping its employees pay back their student loans up to 
$10,000. Another interesting benefit practice is the one that is 
done by Greenhouse Software. The company is being totally 
transparent about the cost while surveying the employees to 
find the best benefit packages. 

8. Wellness benefit as an attractor 
Companies are providing wellness benefits only to lower 
absenteeism and healthcare cost, originally. However, in past 
several years, people have become more and more health 
conscious. In 2016, wellness benefit also has increased by 45%. 
Seeing how wellness benefit is currently being addressed, it is 
likely that this benefit will become one of the attracting factors 
for the new talents.

RISKVIEW 
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2017’S 
WORKPLACE TRENDS
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With people being the key to a company’s success, failing to hire the right talent in the right 
time could cost companies an amazing amount of resources. This situation is becoming 
disturbingly common as we see wider gaps between required competencies and skill sets. 
While this might be seen as a shocking fact considering the increasing percentage of college 
graduates, the ambitious demand in the labor market have made it became the case. On the 
other hand, employees that do have the quality are made conquest by dozens of headhunters. 

In this stiff situation, it is important for companies to acknowledge that hiring goes way before 
methods, tools, or even job descriptions; hiring the right people starts from attracting the 
right group of people. 

Bastian Bergmann, the CEO of WATTx, wrote an HBR-featured article about how WATTx 
succeeded to hire a team of “rock stars” without having to offer fat paycheck or              
Silicon-Valley-style perks. The followings are five principles in hiring that have enabled them 
to build an amazing team.

5 PRINCIPLES TO 
ATTRACTING 
THE BEST PEOPLE
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Tell a story about your company 
Concentrating on listing job requirements is not the way to attract 
A-class people. Instead, engage them emotionally with your 
company’s story, challenge them with your mission, and give them  
a chance to work on something meaningful in a unique setting.

01

Use the right channels 
With a wide range of channels for recruiting, companies tend to 
focus on reaching as many people as they can by hitting all 
channels. A more efficient and effective way is to find the best 
channel combination that will reach your specific audience.

02

5 PRINCIPLES TO 
ATTRACTING 
THE BEST PEOPLE

Craft your message accordingly 
Considering the background and personality of your candidates is 
an important thing to do before you craft a message to them.  
People applying for technical roles might be more receptive to 
rational arguments rather than sales pitches, while those with an 
affinity to emotional topics like to be inspired and less interested in 
exact details. Tailoring this message is vital in attracting the right 
person for the right position.

03
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Make it personal 
Best people appreciate personalization; facing them with automated 
emails or a long-waited email from HR do not impress them. On the 
other hand, connecting them directly with future colleagues and 
leaders of your company shows the appreciation they value.

04

Never compromise company’s culture 
Rather than focusing solely on someone’s skill, considering cultural 
fitness is equally important. Your company’s culture is built by the 
people within; compromising this when hiring is just as worst as 
neglecting your company’s core values.

05

5 PRINCIPLES TO 
ATTRACTING 
THE BEST PEOPLE
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15% 
WERE NOT 

COACHABLE

13% 
HAD 

NO EQ

10% 
HAD 

NO DRIVE

8% 
DIDN’T FIT 

ORG. ETHOS

6% 
LACK OF 

SKILL

44% 
GOOD 
HIRES

4% 
OTHER 

SOFT-SKILL 
PROBLEMS
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One of several highly-debated topics in talent acquisition is 
whether companies should hire based on a person’s skills or 
character. In an ideal world, there would be no debate as 
candidates had both the right aptitude and attitude—but 
they usually don’t.  

One particularly popular saying in at least the last 5 years, 
“hire for attitude, train for skill”, highlights the importance 
of employing a person based on their character as skill is 
seen as an easier factor to train later.  

Supporters of this approach believe it helps their companies 
to avoid hiring someone who is the wrong fit. This view has 
been supported with a research showing 46% of 20,000 
new employees surveyed failed in the first 18 months; 89% 
of whom considered bad hires by management due to lack 
of necessary soft skill.

HIRING DILEMMA: 
APTITUDE OR 
ATTITUDE?
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The other side of the debate mentions that putting aptitude aside could pose 
some risks for the company. This includes the fact that not everybody has the 
ability and desire to learn technical skill needed in proficient level. Efforts to train 
industry-specific skillsets could also take months and might not be economically 
viable. Thus, a hard-skill threshold needs to be established. 

In the end, finding a balance between these aspects is important to appoint 
suitable talent in the appropriate position.

HIRING DILEMMA: 
APTITUDE OR 
ATTITUDE?
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1. Communication 

2. IT 

3. Organization 

4. Teamwork 

5. Motivation 

6. Analytical 

7. Self-confidence 

8. Numerical 

9. Initiative 

10.Presentation

1. Complex problem-solving 

2. Critical thinking 

3. Creativity 

4. People management 

5. Coordinating with others 

6. Emotional intelligence 

7. Judgement and decision making 

8. Negotiation 

9. Service orientation 

10.Cognitive flexibility

2002 
(2002, Roger Bennett)

2020 Prediction 
(World Economic Forum)

A COMPARISON OF 
TOP TEN  
SKILLS REQUIRED
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WHAT 
MAKES 
EMPLOYEES STAY?
Employees are the ones who can make a company soars or falls. However, 
it is common for employees to move out of the company, and this is 
extremely burdening. Even if we overlook the business matter and only see 
it from the financial viewpoint, it is still problematic as the average cost of 
a quitting employee equals 21% of his/her annual salary. 

Then, why do employees quit? There are statements that accuse the trend 
of today’s workforce culture. They position the root cause as an external 
factor, leaving the matter unmanageable. However, those statements are 
not entirely true. By researching job transitions data, Harvard Business 
Review finds 3 simple factors that affect the turnover decision of an 
employee. The factors are the employee’s role progression, the salary, and 
the company culture.
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EMPLOYEE’S ROLE 
PROGRESSION 
While research finds that role 
progression beats the other factors 
like job title and salary, many 
employers unconsciously leave 
employees stalling their present role.  

It is better for employers to provide 
clear career paths to the employees 
and follow them precisely. As long as 
the employees see clear 
progressions of their role, it is likely 
for them to stay loyal to the 
company.

SALARY 
While this is not surprising, 
money is found to be still a 
deal-maker. Statistics-talks, 
10% higher base pay would 
increase 1.5 percentage-point 
probability of employees to 
stay with the company as they 
move to new roles.

COMPANY CULTURE 

Some research find that 
company culture has a strong 
role in keeping the employees.  
In fact, two third of Generation Y 
say that company’s purpose is 
the reason they choose their 
employer.

WHAT 
MAKES 
EMPLOYEES STAY?

17
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Aside from the previous three factors, the research also finds 2 interesting insights. 
The first one is that supervisors’ leadership quality does not affect employee 
turnover. It suggests that the employees’ concern for their own career path beats 
the relationship quality between their supervisor and them. 

The second insight is that the employees’ balance of life and work does not affect 
the turnover. It does affect their satisfaction but not their quitting decision, hinting 
that they could endure challenging work-life balance for prospects of role 
progression. 

Thus, to keep the best employees in the company, employers could ensure that 
the employees know their career path clearly, present them a competitive salary, 
and build a healthy company culture.

WHAT 
MAKES 
EMPLOYEES STAY?

18



A 2017 Deloitte University Press highlights a survey measuring Talent Management maturity that 
uses factors such as existence of overall talent strategy, implementation consistency, analytics 
usage, and culture in assessing maturity to categorize companies to four levels of maturity. 

The survey finds that only 10% of companies globally are in the highest level of maturity, with the 
3rd, 2nd, and 1st level are 19%, 59%, and 12% respectively. 

It also shows that companies in the 3rd and 4th level of Talent Management maturity is more likely 
to be in the top quartile of performance compared to their less mature peers. Companies with 
higher talent maturity are proven to be 1.7 times more likely to innovate and 1.8 times more likely to 
anticipate and respond effectively to change. 

Therefore, increasing the maturity of this particular function is not exclusively critical for ambitious 
companies, but also for all companies hoping to survive in this relentlessly-changing era.

MOVING UP 
THE TALENT 
MANAGEMENT 
MATURITY

19
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To help companies moving up the maturity level, Deloitte has 
developed a three-step approach based on seven areas of talent 
management as shown on the right. The sequence represents the 
strength of its positive correlation with business and talent 
outcome (from the least to the strongest), as well as illustrates 
the order in which organizations tend to approach them.  

It is equally important to keep in mind that these activities should 
not be done in silos. Instead, it should be mixed and customized 
for employees’ needs.

to enable companies in meeting their most basic 
talent needs; this includes consistence  
and effective hiring, managing, and appraising 
talent.

Strengthen foundational  
talent management practice 
 01

which enables companies to determine their 
resource investment. Through setting a talent 
strategy, there can be an alignment with 
business objectives, prioritization of  
talent-related investments, and reduction  
of redundant efforts across units or functions.

Develop and communicate  
a business-aligned talent strategy 02

Invest in critical talent management 
areas
that creates personalized, networked,  
and seamless talent experience.

03

MOVING UP 
THE TALENT  
MANAGEMENT 
MATURITY
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Talent Management and Risk 
Management have an intersection 
that has not been commonly 
addressed. This situation creates 
misconceptions in the thinking 
process of integrating the two 
managements. 

The following are the common 
misconceptions of Talent Risk 
Management. 

Staying too high level 
The executives are important for the company, but so are the technical experts. Inventing 
products, solving customers’ problems, keeping company’s daily operation, and other technical 
experts’ jobs have an immediate impact on the company performance. Thus, it is not wise to 
neglect technical-level talent risks. 
  

Taking demographic as critical risk factor 
Having a high average employees’ age might be worrying for some employers as they are 
sooner to reach retirement. However, it does not mean that young employees would not leave 
the company. While employees’ demographic indeed poses some risks, it is not exactly a 
critical one. Instead of focusing on the age, employers should focus more on the required 
expertise, and manage talent risk from that viewpoint. 
  

Outsourcing affecting talent risk 
Outsourcing does come with risks, but it could be suppressed by carefully managing the 
information. As long as the employers know who has the information, who has the expertise, 
and who are the back-ups, outsourcing becomes a lot safer. It is because the employers would 
know exactly what to do when any problem happens.

TALENT 
RISK 
MISCONCEPTION

21
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Every generation has a diverse composition.  
However, they also have majority-driven 
characteristics which are unique to each others’.  
How do they differ? Check the following infographic!

BABY BOOMERS 
Born in 1945-1960 
They are loyal and always ready to finish 
even the most challenging task from the 
company. 

US Population: 82 millions 
Aspiration: Job Security 
Communication Preference: Face-to-face 
Attitude toward Technology:  
Adapting to technologies

GEN X 
Born in 1961-1980 
Specialization is their mastery, as they are 
the generation that deliver their loyalty to 
their profession. 

US Population: 41 millions 
Aspiration: Work-life balance 
Communication Preference: SMS & e-mail 
Attitude toward Technology:  
Immigrating to technologies

THE FOUR 
GENERATIONS



GEN Y 
Born in 1981-1995 
They don’t like to be nurtured by the 
company; they choose to grow with it 
instead. 

US Population: 71 millions 
Aspiration: Flexibility 
Communication Preference:  
Online messaging 
Attitude toward Technology:  
Growing with technologies

RISKVIEW 
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THE FOUR 
GENERATIONS

GEN Z 
Born after 1996 
They are part of companies, yet also love 
governing their own businesses. 
  

US Population: 84 millions* 
Aspiration:  Security and stability 
Communication Preference:  
Video calling 
Attitude toward Technology:  
Dependent to technologies 

*forecasted for 2020
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Currently, there are 4 generations that meet in most workplaces, each with 
different background, culture, expectation and working style.   

As a bad news, conflicts might and usually arises between different 
generations. This shows that there are challenges in breaking the 
generation walls.

CHALLENGES IN 
MANAGING 
MULTI GENERATIONAL 
WORKFORCE

43%
ORGANIZATIONS  

HAVE PROBLEMS IN ADAPTING TO  
THE MULTIGENERATIONAL  

WORKFORCE

58%
MANAGERS 

CONFLICT FREQUENTLY

24
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One challenge comes from people’s nature to interact with others in 
the similar age. In the workplace, this practice creates closed groups 
that results in miscommunications. To deal with this challenge, 
employers must set a workplace environment that is really flexible to 
suit different generations’ work styles. A classic example would be 
providing a work-life balanced environment for the older generation 
and a flexible work environment for the younger generation.  

Then, the second challenge arises from the difference of each 
generation’s aspirations. The problem comes because these aspirations 
shape their working attitudes. Older generation might expect the 
younger generation to work long hours, but the younger generation 
prefers flexible hours. To deal with this challenge, the employers have 
to set a different assessment method and communicate it to the entire 
team. That way, both generation would acknowledge different ways of 
contributing to the workplace and respect each other’s efforts.

CHALLENGES IN MANAGING 
MULTI GENERATIONAL 
WORKFORCE

25
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The next challenge is the preference of communication style. Older generation 
prefers face-to-face meeting while the younger generation does not. The 
problem increases with the texting abbreviations which are widely used by 
younger generation. This challenge could be managed by establishing multiple 
communication channels and personal communication formats. That way, the 
company would have necessary face-to-face meeting sessions and the 
abbreviations used are widely known. 

It will be truly rewarding once the generations start to work together. The older 
generation would apply their extensive experience, and the younger generation 
would apply newer techniques. Thus, it is wise for the employers to ensure that 
the work environment is friendly for any work style, communicate different ways 
of contributions, and set standardizations of communication system.

CHALLENGES IN MANAGING 
MULTI GENERATIONAL 
WORKFORCE

26
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UBER  
CULTURE 
ON THE BURNER
Extensively discussed all over the world in early to mid 2017, the sexual 
harassment scandal at Uber shed a light on the tremendous immaturity     
of the HR practice in one of the biggest Silicon Valley companies. 

The $70-billion-worth ride-hailing service faced a string of scandals related 
to its workplace culture and the behavior of its top executives which was 
followed by the leave of several high-ranking managers; this includes their 
CEO, Travis Kalanick, who left in June after investors revolted.
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The string of scandals was started by the vivid image Susan Fowler presented in her blog about 
Uber’s aggressive, unrestrained culture. This, however, is not the first time their toxic culture 
climbed out of the office. In late 2015, an executive was caught groping a female co-worker’s 
breasts at company’s retreat; a manager threatened to beat an underperforming employee’s head 
with a baseball bat; a director shouted homophobic slur at a subordinate. Just as striking, Human 
Resources tend to sweep those problems under the rug on the premise that the ill-mannered 
figure is a high-performer. 
 
Scrutinized for this noxious culture is their chief executive, Travis Kalanick, who were not only 
brought up the 14 core company values—including being “obsessed” with the customer and 
“always be hustlin’”—but also helped setting the tone by his combative nature. Oddly, unlike most 
of any other positions in Uber, the one whom HR has been reporting to is not Kalanick but Ryan 
Graves, the former president who is now head of operations, who apparently does not take the 
responsibility seriously. 

Admittedly, this same culture is the one taking Uber to be one of Silicon Valley’s biggest success 
stories as it now operates in 70 countries—nevertheless, it is now taking it to a fallout.



Susan Fowler publishes 
details of the sexual 
harassment and gender bias 
she experienced at Uber.

Waymo sues Uber for alleged 
intellectual property theft.

A dashcam video catches 
Travis Kalanick in a heated 
argument with an Uber driver 
over prices.

NYTimes reveals the Uber’s 
usage of “Greyball” to deceive 
authorities for years.

The Information reveals 
Kalanick and 5 other 
employees visited an escort 
karaoke bar in Seoul.

A meeting between Apple’s 
CEO and Travis Kalanick leaks. 
Tim Cook warned Kalanick for 
constantly violating Apple’s 
policy.

19 FEB

23 FEB

28 FEB 3 MAR

25 MAR

23 APR
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215 
SEXUAL HARASSMENT 

CASES WERE 
INVESTIGATED

20 
EMPLOYEES FIRED 

AFTER INVESTIGATION

>50% 
HIGH-LEVEL MANAGERS 

LEFT THE COMPANY*

*within 4 months after the blog’s published 

30

Within only 4 months after the crisis began, 215 of sexual 
harassment cases were investigated, 20 employees were 
fired, and more than half of its high-level managers left the 
company. 
It’s clear that Uber, while being highly capable in managing 
its cash flow, is rather immature when it comes to managing 
their people. Surely, they does not have any problem in 
hiring the most competent people. Their high-level 
managers are the former top performers in other Silicon 
Valley’s companies such as Google and Facebook; people 
working in their teams are amazing, inspired talents most 
companies could only hoped for. But managing and 
retaining them is a matter beyond punctual paycheck and 
unique perks.

THE DIRECT IMPACT
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In its lifetime, Uber might have seen HR as merely a means 
for recruiting staff in order to support the company’s rapid 
growth and abandoned other equally important HR 
functions such as cultural audit that is addressed in this 
case. 

Sadly, such HR myopia is not a new thing among unicorn 
startups. While scrutinizing financial risks can seem like a 
no-brainer, when it comes to HR and employment, 
management tend to easily neglect basic personnel tasks 
and spend much attention on building cool offices instead. 
Thus, it is not uncommon that HR is considered vital only 
after a crisis occurs. 

In order to minimize human-related risks, companies first 
need to realize that HR goes way beyond administrative 
work and is as important as other functions in the company. 
Keeping that in mind, risk identification and treatment plan 
should not be limited to those affecting financial aspects.  
A holistic understanding of the functions is needed to have 
a robust talent risk management.
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