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Success factor that's often missing 
Studies linking human capital and the bottom line underscore the importance of talent management, reports TEH SHI NlNG 

F 
BW busfxress leaders wonld deny 
that human capital is important - 
the very use of the term 'capital" 
conks on workem a tangible va- 
lue to the company. But the way a 
company muqps its workforce 
is not always seen as a decisive 
success factor - perhaps it 

shodd. 
IThe @Om prOSpec$ of am 

being blighted by tbeir Pdlm to nortLe the 
most of their human capital." says a new 
Chartered Global Management Accountant 
(CGMA) report, Taiwt Pipeline Draining 
Growth - Cornacting human capitol to the 

. grawth agenda. 
More than two-flfb of the 300 C B b ,  

CFOs and HR dfrectors worldwide, polled by 
the Economist lntdugcum Unit 0 in July, 
ssy that their huts Wed to meet key ban- 
cid QrHetP becaw ofhffktbe human-eapi- 
tal mamgmtht. 

And two in i l e  of these responden& half 
of whom hail Prom &in8 with US51 billion or 
more in murl global revenue. think inade- 
quate talent management has stymted their 
companies' ability to Innwate, 

WHRhibfbnrswhareithuLr 
Itisnotthe~studytomakethelinkbe 
tween people maaagement and the bottom 
h e .  An Aumst 2012 mart &om the Boston 
&ultiag Eroup found that companies as- 
sessed to be "Mghly Mhd"  in core HR prac- 
ticas attain up ihreeand-a-half tlmes the 
revenue mwth and UD to twice the vroflt 
0mrghS;fleso m-sawg-. - 

And the 2012 edition of PwC's annual G b  

'The war for talent 'For far too long, 
:ompa~es in Singapore 
lave focused primarily 
bn a results-first 
itrategy. Sad to say, 

~tofhumanupi ta lneedstobeat tbe  
centre of business stntegy. 

"The war for talent over the past dmde 
has made talent management a key' -C 
W v e r f o r b u s $ i ~ . I t i s n o l o ~ a h ~ 1 . 6  
mume fimctlona responsibUity M It 
hgly occuptes the mtlon of the C-suite ex. 
~ . ' s a y e ~ H o w . ~ ~  
tor of Hay Groltp Siugapom. 

maauk-mhraad 
However, one 'particukly yomyhg Bd@f 
the CGMA report &d was that C-level ax- 
~ ~ w l t h o n e a n o t h e r o n ~  
aspects of talent management and &re also of- 
t e n r m s m e o f w h o i s ~ n s b l e f o r ~ m a t -  
m. 

So while CBOs and CPOs temded to agree 
on the okllls and expedences needed for sen- 
ior roles, the survey found that 'HR dlrsctors 
are sligh* out of kilter with the rest ofthe ex- 
ecutive team". 

over the past decade 
has made talent 
management a key 
strategic driver for 
business. It is no l q e r  
a human resource \ 
functional responriUli$y 
as it increasingly 

7 

occupier the attention of 
the C-suite executives.' 

- Mr How L% 
people or human 
eapM often come 
second. The human 
=sets of a company 
are capital, not 
cqmmoditicr.' 

CEOs and CPOs gave more w@ht to an ex- 
ecutive's experience of emerging and 
east-growth market$ and merent bushgas 
sectors, whereas HR directors tanked strate- 
gic vision and the ability to fmplement stnte- 
w more highly. 

That disconnect -&to what the firm's 
plans for humaa caplta investment are. 

Some 77 per cent of CBOs polled believed 
their firms would be cuttlng spending on 
workforce ddlls. training and quali6~~tione 
over the next 18 months - a worrybg trend 
given that a signiftebnt proportton of firms 
chimed to have Wlsm short of perfonnanw 
targets due to human capital iepuea 

ButmoreworryingQvasthedtvegencein 
views, only 49 per cent of WOe and an even 
~ 1 8 p e r e s n t o f H R d b c t o r s a g 1 w d .  

It is also unclear to these bush1888 lasdars 
who holds the r e s p o M t y  for mersurhg 
t h e ~ ~ o f t h e ~ ~ ~ t ~  
ment. More than 60 per cent of CBOs and 
CFOe alpee that the- head of 5nance has the 
mandate. but 83 per cent of HR directors 
think that respd lUty  b s  with themselves. 

Them Is atso a disco~~nect in how coM- 
dent senior managem am about their talent 
pipehe. 00. 

Three in four HR @rectors think their 
f i r m s h a v s a E m m a I ~ p l i u u h g p r o -  
es4% in pkee, compared with 57 per cent of 
CEOS and just 12 per cent of CPOs. And 
though 36 per cemt of the HB directore pond 
thW their c o w  need not rmuit exter- 
nafly for semior roles, lea than 10 per cent of 
CEOs and CFOs thought so. 

All these Instances of dBagreement and 
dieEonnect show that 'on key isass related to 

talsmn management, the C - M  team are of- 
ten Stngtng bom dimsrent hymn sheets.' the 
CGMA report said. 

O n t b l a ~ t . t h e n a v e y ' s ~ 6 u g -  
gest that CPOs are the natural lead and .1- 
mady have the madate of their CBOs. Cima 
and AICPA add that they could tap on manage- 
ment accountants skills. to unite 6nandal 
lacts with 1100-5rtanciaI informatton about ta- 
bot development. 

C o m ~ c a n ~ ' ~ f o r & ~  
whbomtion at the emcutbe and operational 
levels*, sspectally between finan- and HR 
h~XIons, the report added. 

Hay Group's Mr How alpees that it is dti- 
cal for senior business leaders to have a uni- 
fied pbibophy and approach on how to en- 
gage. develop and Ietain talent. 
h Singapore, another common area of dis- 

agreamentattheGlevalIsthstransparsacy 
of talent management, he says. 

"Put tbls another way: Would the taleats 
be bhmed that they are talents and, if they 
were, wwld they demand more rewards and 
'star trestmant'? This presenfs a c imkqhg 
d f l e m m s ~ ~ l s ~ s a e y s o ~ .  

=companiesmighthave an &exjob ofre- 
tai* t a w  if t k e  individuals knew they 
wemthe'chosenones' h the first place. Be- 
cause of the opaqueness of talent manage- 
ment stntegies. companies have not been 
abktoopenlycbanneltheirtralnhrgaudde- 
veloprnental efIorts to groom their tale*. 
he says. 

But what is 'desperately needed" Is for top 
~ t a c ~ n e u p w i t h a ~ 8 t r a t s s y o n  
how topaepue talented employees to become 
naur% leaders. Mr How adds, citing General 
Electric.UnilevsraadcateapIUaras~ples 

o f c o m p r n i e e w l t h d e a r t l l e m ~ e n t  
-wrehasMedyingmBtV*perform- 
ers early, creating access to lateral career 
paths and focusing on experiential rather 
than - learntnk 

Uclng data and anslyticr 
Adsorhmmcapitaldtrategytbatisembed- 
d e d w i t h i n a c o m p a n y * b u s i l l ~ ~ ~ ~ w m  
still need to be implemented well. Here. the 
CQrlAreporttbrewupanother~atallgsrlagar- 
ea of weakness": the quality of information 
senior managms are receiving on lnnnan capi- 
tal. 

"Firms requirs accurate data on *ant 
metrlcs to be able to make e W v e  decisions 
a n d l n o e s t m e n t s ~ a u ~ , ~  
talent management. QlttoSg, tbey need that 
data translated into actlonabla iasights," sid 
the repon 

However, only 12 per cent of CBOs polled 
wesecmEdeutaboutUleguaUyofdcs 
t h e g g a t o n h ~ m a n ~ A n d 3 8 p a r c e n t d  
HR dtrsctorcr eLaim their ' m t l o n  -- 
gles to get accurate data on human capital 
costs. produdhity. value and mum on fnw 
mat. 
Mr How says that an important develop- 

ment in HR in recent yeass has been a more 
intelllgsnt use of data to inform decisions. 
'HR hrs moved on 5vm backward-looldng 
and compliance-led information, and ie now 
~ ~ ~ a n r l y s l s t O w p p ~ s t r a t e -  
gic ddsbns within the qaahtion. 

F o r i m d a n c e . b ~ h o w L t I s l l ~ ~ p o s -  
sible for a company to analyse capabilities 

and behavIorw requirsd acsorw huudreds or 
even Umwands of rob. and mersurs these 
a g d n s t t h e ~ w o r & t ~ ~ w e n a e t h e  
t rbo tadhbh  on the market. 

I T h i s k h d o f ~ c a n f o m t h e ~ o f  
sophblicated workforce plamhg that has the 
potential to not just iduence, but to drtve. 

="l%E E42T&k2& more -&a* 
glc. proactme and inteptional" i# critical for 
Singapore compmies, espedally os many 

h a " 4 a ~ c % ~ ~ w i t b  mediocre 
leaders, managers and sesoda~.  'Ihey an- 
n o t b e ~ i f c o m p s n i e s a r e ~ t o c r t  
tract acderate, op0lmlse and retain their 
very bwrttabts.'~hstime ~enow.~here ts 
none to waste. C o d  must treat talent 
milrasgemeslt serfooslg.' he says. 

Accountants and the American Insti- 
t& of CertSBed W c  Accountants. which 
are behind the CGMA ddgnatlon, say that 
buslnessleaderaoughttoearbsdhumancapi- 
tal strategy Within the overan bushess stnte- 
w. 

This Is certainty something companies 
h m  can do, says Peter Ong, CBO of the MI- 
msn Capltal Le&mhiu InatitUte IHCUI. a eol- 
laboraabm between rhe Minislyof~anpower 
and the Singapore -t Udverdty. 

'For far too hoglone co& in Singapore 
have focused primarily on a '&-first' 
&Wegy. Sad to say, people or buman capital 
OM come second." he says. Ihe human as- 
sets d a  companypany(leaders, mumgem, sssoci- 
at-) are capit4 not commodltid. They d c  
signanddeliwrprojects.theyssll~ssrvice 
companies, they research and lndld prodwts. 
They grow and groom teaders: 
. W of which meaqs that human capita1 
doe  a ~ompsny's snccas~ or fail- 
urtlandh~itneedstobeaclearprongof 
the business strategy, says Mr Orre. 

Chartered Institute of 
Management Accountants 

Organislrtions &a eaimi clarity on 
where remoo-, a c c o ~ ~ ~ ~ s n d o w n -  
f!#hip for-kuman oapitrl&nt w, ci- 
ma and AICPA add. 
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