
Published by Soundview Executive Book Summaries, P.O. Box 1053, Concordville, PA 19331 USA
© 2008 Soundview Executive Book Summaries • All rights reserved. Reproduction in whole or part is prohibited.
Concentrated Knowledge™ for the Busy Executive • www.summary.com
Vol. 30, No. 4 (2 parts), Part 2,April 2008 • Order # 30-10

CONTENTS
Introduction
Pages 2, 3

Talent Imperatives for a
New Economic World
Page 3, 4

A Strategic Approach
to Talent
Pages 4, 5

The Discovery of Talent
Page 5

From Talent
Development to
Deployment
Pages 5, 6

Engagement
Page 6

Embedding and
Sustaining Talent Power
Pages 6, 7

Next Steps and the New
Imperatives
Pages 7, 8

by Peter Cheese, Robert J.
Thomas and Elizabeth Craig

The Talent Powered
Organization
Strategies for Globalization, Talent
Management and High Performance
THE SUMMARY IN BRIEF

Globalization has created new markets and spawned new operating models for
work forces, creating huge challenges for businesses that must remain productive,
efficient and competitive to survive.The source of value for businesses has changed.
Where a company used to have most of its market value based on its tangible assets
like machinery and facilities and the efficiencies of those, now value has shifted dra-
matically to intangibles like the knowledge of production, service and delivery
methods, market knowledge, relationships with customers and suppliers, and its
brand value and reputation.The competitive edge for businesses is more reliant on
the pure talent of who they hire and how that talent is aligned and motivated.
Because of this, talent issues have been propelled to the top of the corporate agenda.

The Talent Powered Organization underscores the need for organizations to adopt
new work styles and new career paths; new and current employees need to be
mentored and coached to contribute to business performance.The authors provide
framework and examples for creating and sustaining talent power that can help any
business in the evolution to become an organization powered by talent.

IN THIS SUMMARY, YOU WILL LEARN:

• How talent has become the greatest source of value in the modern economy.

• How to put talent at the heart of your business strategy.

• How to define your talent needs, discover your talent sources, develop your
talent’s full potential and deploy your talent for maximum impact.

• How to build new skills and learning throughout your organization.

• How to engage and motivate all the people who are working for you and get
them aligned with your goals.
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Introduction
The key factor in determining the success of any orga-

nization is its ability to use human talent — to discover
it, develop it, deploy it, motivate it and energize it.
Human talent — the combined capacity and will of
people to achieve an organization’s goals — is a produc-
tive resource like no other, with a unique capacity to add
value to an organization.

For that very reason, talent issues need to be handled
strategically.They are too important to be assigned only
to specialist functions and regulated by specialist process-
es, however well designed in themselves.They need a
holistic approach in which every part of an organization,
every individual within it, is connected and animated by
the need to foster talent.

The Search for Talent
The conditions faced by every organization in the

search for talent are changing with astonishing rapidity in
every part of the world. Familiar talent pools are shrinking,
new ones are emerging; new technologies are transform-
ing the nature of work, the skills demanded at work, and
the ways in which people can work; new elements are
arriving in the global talent mix with new attitudes and
ambitions.All these trends are making talent an ever more
critical and complex issue for every organization.

Although the modern world tells us repeatedly how
vital it is to use talent well, there is precious little guid-
ance on how to do this — particularly on how to do it
in an integrated way across the wide range of possible
interventions or investments, and how to look at talent
more strategically.

The Effect of Globalization
Globalization is having a huge impact everywhere, but

the globalization of work and talent has become the
defining theme of this new era.

Things are moving so fast in India, for example, that
the country’s leading manufacturing and engineering
companies are struggling to recruit the people they need.
The boom in IT services and the rocketing demand for
associated talent have not been especially good news for
India’s traditional industries, which have suddenly
become desperately unfashionable.

This was the first “whammy” to hit traditional Indian
industry. Following it was the fact that these traditional
industries have never paid much attention to talent man-
agement in the past — leaving them sorely ill-equipped
to cope with a sudden shortage of the kind of skilled
marketers and managers they so desperately needed.
What made it a triple whammy was that the best HR
people, who might have been able to help them sort
things out, had all been snapped up by the booming IT
and telecoms sector.

The Competition for Talent
The global competition for talent between organiza-

tions and even between countries now has major eco-
nomic and political implications. It concerns govern-
ments and lobby groups; it is redefining organizations; it
is changing the way we live.

The challenge for today’s leaders and managers is to
build engaged, productive and committed work forces
for their organizations. Indeed, engaging talent in creat-
ing value for the firm is now a critical organizational
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capability.This is an enormous and important task for
every organization.

The most successful organizations have a deep under-
standing of the strategic value of their talent.These talent-
powered organizations build and nurture distinctive capa-
bilities in multiplying talent, unleashing the energy, cre-
ativity and collective contributions of their work forces. ●

Talent Imperatives for a
New Economic World

The world is changing at a bewildering pace.
Everywhere new markets are opening up, new work
forces are emerging, and new ways of working are chal-
lenging our thinking.We are in a new stage of globaliza-
tion where talent and brainpower are becoming the pre-
dominant currency.

The traditional management paradigms that focused on
productivity and efficiency were designed for the 20th-
century economy. Enabled by technology and process
engineering, they derived from the need to obtain high
productivity from a work force whose costs were rising.
This narrow focus made sense for the world’s developed
economies at a time when more than half the world was
effectively excluded from the global marketplace. In the
past two decades, politics and technology have changed
the world beyond recognition:With a total world popu-
lation of 6.4 billion, fewer than 100 million people are
excluded from the new global economy.

The first phases of globalization in this new era focused
on the movement of production from the developed
world to the developing world as a means to reduce costs
— working cheaper. Now we are emerging into an era
that is about working everywhere — a truly multi-polar
world — going where the talent is, where the resources
are and where the markets are, connecting people and
processes globally and breaking down traditional barriers.

A New Context
The task of finding and managing talent has become

more complex, turbulent and contradictory than ever
before. Once-familiar talent pools are drying up as new
ones are rapidly opening — rich and seething but often
full of crosscurrents and hidden rocks.This is creating
great challenges for managers and leaders of organiza-
tions large and small.

Talent managers today must cope with a world of

change and contrast such as:
• Global abundance but local scarcity of talent;
• Fewer young people and more older people, many

heading rapidly toward retirement;
• Rising demand for new skills aggravated by demo-

graphic pressures and educational shortcomings;
• New methods of working and new relationships

between users and suppliers of talent;
• More diverse and remote or even virtual work

forces, with different attitudes to work across the
generations;

• Steady change in the nature of work, with more
and more of us working in the fuzzy world of
information.

Simply securing the best talent will no longer ensure
competitive success.The secret to sustained competitive
success in the new economic world is to build a talent-
powered organization that sustains and builds all the skills
needed to compete.

The Talent-Powered Organization
The talent-powered organization is an organization that

invests in building distinctive capabilities in managing tal-
ent to produce extraordinary results for the organization.
Talent-powered organizations are adept at defining talent
needs, discovering diverse sources of talent, developing the
organization’s individual and collective talents, and deploy-
ing talent in ways that engage and align people around a
compelling set of objectives.When these talent manage-
ment capabilities are highly integrated, aligned with the
organization’s business strategy and embedded in its opera-
tions, they constitute a distinctive organizational capability
and a source of lasting competitive advantage.

Talent-powered organizations nurture this distinctive
capability in talent management alongside the other dis-
tinctive capabilities that underpin the organization’s for-
mula for success, allowing talent power to propel the
organization to high performance.

Organizations such as Best Buy, Starbucks, Google,
Marriott, Microsoft, UPS and Accenture have figured out
how to build and leverage talent power to achieve extra-
ordinary success. Every organization can build the talent
power necessary for success in the new economic world.

Five Talent Imperatives
Five talent imperatives can help you navigate your way

to success and become a truly talent-powered
organization:

• Talent is a strategic issue, and a human capital strategy

Summary: THE TALENT POWERED ORGANIZATION
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is an intrinsic part of any business strategy.This means
understanding the value of talent, and recognizing the
critical components of business strategy that require us to
think through the talent and organizational implications
and options.

• Diversity is your organization’s biggest asset.Your
ability to attract and work with diverse talent is a critical
competitive advantage.

• Learning and skills development is now the most
important capability for the talent-powered organization.
It needs to be focused and built around a clear under-
standing of the specific skills and competencies your
organization needs to succeed.

• Engagement is the mystery ingredient that can trans-
form business performance.Aligning and motivating people
will enable you to multiply talent in your organization and
improve its performance.

• Talent management is everyone’s job in your organi-
zation. The HR function is a key enabler, but best prac-
tices and a talent mindset must be embedded and sus-
tained throughout your business.

Your organization’s survival depends on the ability to dis-
cover, develop and deploy talent of every kind.This is the
new competitive paradigm, and the challenge is different
from anything your organization has faced before. It
demands a new mindset — inspired by new leadership,
informed by new strategy, supported by new expertise.We
are entering a new Age ofTalent, and we must move beyond
the oft-quoted platitude of “people are our most important
assets” to meaning it and doing something about it. ●

A Strategic Approach to Talent
Research distinguishes three separate approaches in the

evolution of talent management.

Model 1: Personnel Control
Organizations are simply trying to achieve the basic

people administration activities.They make little attempt
to create comprehensive or integrated people develop-
ment processes, but tend to focus on activities such as the
administration of pay and benefits, the recording of
attendance at formal learning and the control of recruit-
ment processes.They have little understanding of what
talent and competencies are needed and where there are
gaps. People are treated as headcount, and the focus is on
administrative efficiency. Just as with quality and IT in
the past, all the emphasis is on the control of inputs, and
there is little understanding of the linkage between
inputs and outputs and business goals.

Model 2: People Development
HR is focusing more on the development of people.

Performance management is in place, more or less sup-
ported by compensation and rewards and penalties;
learning is better focused on improving performance;
and most parts of the organization probably have some
form of objective-setting process. But these processes are
not truly integrated and are not executed consistently,
and therefore the connections are not fully understood
or recognized by line managers or clear to employees.
There is no real understanding of the mix of competen-
cies and skills in the organization, and talent is not being
looked at collectively or strategically.Although some
people metrics are in place, they are not sufficiently con-
nected to business outcomes, and fail to show how to
drive up value by investing in people.

Model 3:Talent Multiplication
Talent multiplication begins with a pervasive talent

mindset and culture driven by top leadership, a top-
down understanding of the human capital strategy
required to support the business strategy, and understand-
ing of the value linkages.Talent needs are defined at a
competency level, and this underpins the close integra-
tion between all the talent discovery, development and
deployment processes. Employee value propositions are
tailored and targeted with a clear understanding of the
needs of the different segments of the work force. HR
supports consistent processes across the organization, but
is also able to support a range of working arrangements
and total reward programs. Outcome and value measures
associated with work force performance are understood,
while direct investments in talent and associated key per-
formance indicators are tracked across the organization.

Most organizations today appear to be employing
some version of the people development model of talent
management, and too many are still taking a personnel
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4 Soundview Executive Book Summaries® www.summary.com

Human Capital Strategy
A human capital strategy is essential to support

your organization’s strategic goals. Only with such a
strategy can you do the following:

• Anticipate and meet the talent demands of your
chosen goals;

• Map how talent impacts your whole organization;
• Use the dynamic possibilities of talent to create

new intangible value for your organization; and
• Create a “virtuous cycle” of talent multiplication

to power your organization to high performance.



control approach.To move toward talent multiplication,
organizations must:

• Improve the degree of alignment between talent
management activities and the business strategy;

• Achieve total integration of all talent management
activities;

• Move from adding value by managing talent effi-
ciently and effectively to creating extraordinary
value for the organization by multiplying talent;

• Shift responsibility for talent management from the
HR function alone and get the entire organization
involved in multiplying talent.

Evolving talent management capabilities to achieve tal-
ent multiplication must now be a critical strategic goal
for any enterprise. It requires drawing on a wide range of
capabilities new to the world of people management,
such as supply chain management, to innovate in the area
of talent discovery and supply-demand balancing; mar-
keting, to innovate in the area of communications; and
branding, to attract potential talent. Given the range of
challenges in finding and managing talent, it is clear that
organizations that never evolve to the level of applying
talent management are fated to go the way of all organ-
isms that fail to evolve with their environment. ●

The Discovery of Talent
How can you actually discover the individual talent

you need and attract it to your organization? This ques-
tion becomes vastly more complex because of the need
to source talent from increasingly diverse and unfamiliar
talent pools.

Not long ago, companies could generally afford to
limit their search for people to places or methods that
were familiar to them. But now the familiar places are
shrinking as sources of talent.And increasingly the
sought-after people — particularly those with special
skills — are turning their backs on familiar methods of
working and relationships with conventional employers.

The global talent market has made work force diversity
inevitable. Successful companies are those that do not
wait to be forced into it but actually embrace it as a
source of advantage. Diversity should become your
biggest asset.

A few decades ago you might have concentrated your
search for some kinds of expertise on certain business
hotspots and other specialist clusters.Today the rapid growth
and spread of talent, knowledge and technology make it not
just harder but also distinctly foolish to narrow your choices.

You might easily be searching for some kinds of talent in,
say, Bangalore or San Francisco, when the best sources are
now in Zhengzhou or Rio de Janeiro. Indeed, thanks to the
Internet, the talent you need may even be in cyberspace.

Then you have to figure out how to reach the right peo-
ple and persuade them to work with your organization.
Even more precious is what you discover, through successful
recruitment, about what attracts talent to your company ––
and what repels it.

A Double Message
When you have identified the sources and type of tal-

ent you need, you need to send people a double message:
first, about your general “brand” and appeal as an
employer; and second, about the specific expectations
that individuals can meet by joining your organization.
You need to maintain those double messages consistently
in every recruitment channel you use — especially your
own Web site — and at every stage of the recruitment
process.You must seek to extinguish everything that
might contradict those messages to a potential recruit.
Most important of all, you must keep the promises you
make to new recruits as soon as they start working for
you and thereafter throughout their careers. ●

From Talent Development
to Deployment

To become a talent-powered organization, you must
multiply talent by developing and deploying the talent
you have discovered.The rise of the celebrated knowl-
edge worker is a reflection of changing skills require-
ments in the work force.As businesses continually apply
new techniques, new processes and new growth models,
and work in new locations, their need for upskilling
becomes constant and continuous.

Career development efforts in large corporations are
too often limited to programs that target future leaders
and people with high potential. Given the demands of
knowledge work and the increased strategic importance
of human capital, broad investments in employee capabil-
ity development should be a top priority for firms.

Work force development is especially vital in business-
es and sectors where employees’ knowledge, skills and
capabilities are the main tool for creating value.Talent-
powered organizations have well-honed capabilities in
deploying talent to the mutual benefit of the organiza-
tion and its employees.

Deploying talent is becoming an increasingly strategic
capability, with the proliferation of possible ways to orga-
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nize work and access talent. Now, jobs or tasks can be
moved to people as often as people fill jobs. More impor-
tant, perhaps, technology increasingly allows work to be
divided and distributed in novel ways.Work need no
longer only be conceived of structurally in terms of orga-
nizational roles.

The way your organization deploys its talent will also
have an enormous impact on employee engagement —
the secret sauce of talent-powered organizations. ●

Engagement
Talent is the engine of the modern organization, and

engagement is the mystery ingredient that can transform
the engine’s output.The primary drivers of engagement
can be listed as six Cs:

• Content. Do I enjoy what I do?

• Coping. How am I supported?

• Compensation. Am I fairly rewarded?

• Community. Is it socially rewarding?

• Congruence. Do values align?

• Career. Where am I going?

Focus on the strategic role of line managers in building
engagement. Do everything you can to make them take
responsibility for building engagement, and give them
the training and support they need to do it. Make clear
that they will be judged on their success.

To succeed in this, you will of course have to ensure
that line managers are engaged. So begin by applying
each of the six Cs to them.

Engaging Line Managers
Do line managers have satisfying jobs? Do they have

enough support, especially training, to cope with their
existing demands, let alone the new challenges of build-
ing engagement in others? Are they fairly compensated
and fully recognized for their contributions? How do
they feel about their own careers and personal develop-
ment? As to congruence — line managers almost certain-
ly know your organization well. Do they identify with its
values? Do they have faith in the way the organization
applies those values?

If your line managers cannot give a satisfying answer to
these questions, your organization has almost no hope of
building an engaged work force.

However, line managers also need one further resource.
They need a clear strategy, created and sustained by
senior leaders, and a clear understanding of their role in
delivering it. ●

Embedding and Sustaining
Talent Power

Embedding and sustaining talent multiplication capabili-
ties is not simply a matter of measurement. It requires
robust and integrated processes that support all aspects of
talent management throughout the employee lifecycle, and
it requires complete alignment of mindsets and efforts
within the organization.Talent multiplication happens in
the course of the daily business of the organization as
employees engage in their work activities, create and inno-
vate together, and interact with customers and clients.

Top management and leadership must understand
where and how investments are necessary in improving
the performance of the work force to drive greater busi-
ness value, and it is equally essential for every line man-
ager to understand how the competencies of their teams
line up and how well they are performing against specif-
ic organizational objectives.

Giving People Management Back to Managers
The most critical task is to integrate human capital

management practices into the very fabric of business.
The way to do that is to ensure that line managers, to
whom the majority of people in any organization actual-
ly report, take on proper accountability and responsibility
for talent management.

How does an organization accomplish this change?
The principal ways being used by companies to give a
significant boost to work force performance through
hands-on talent management include shifting active peo-
ple management responsibilities back to line managers,
creating the expectation that managers ought to be
teachers and trainers, and measuring the effectiveness of
line managers in managing and developing talent.

The measurement and alignment of talent manage-
ment activities creates and sustains the virtuous cycle of
talent multiplication.

Talent-powered organizations treat talent not simply as
another resource to be managed but as a strategic asset to
invest in.They make strategic investments in human capital
processes to build the organizational capabilities that multi-
ply talent and create value.

HR is organized around capabilities, and focuses the
administrative and transactional activities in shared ser-
vice centers. Measurement of all HR processes and activ-
ities is in place, including agreed service levels and key
performance indicators. Consolidated HR systems pro-
vide a solid base of talent-related data and information.

Summary: THE TALENT POWERED ORGANIZATION
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Everyone Must Be Involved
Everyone in the organization must be involved in mul-

tiplying talent. Leaders of talent-powered organizations
take a visible role in using people’s talent to gain sustain-
able competitive advantage.

Talent management needs to become everyone’s
responsibility in every organization.While top leadership
and HR involvement are essential, a talent mindset and
capabilities must be embedded and sustained throughout
the organization. In talent-powered organizations, capa-
bilities in discovering, developing and deploying talent
allow everyone in the organization to identify and nur-
ture talent in ways that enhance performance. ●

Next Steps and the
New Imperatives

There is no simple formula for becoming a talent-
powered organization, but among the core tenets of tal-
ent-powered organizations, five principles stand out:

1.Talent is the single most important force cre-
ating strategic value for your organization. Strong
leadership involvement in talent management is absolute-
ly necessary to create a talent-powered organization.
Leaders must demonstrate understanding of the key
components of their strategies that depend on develop-
ing and using talent to gain sustainable competitive
advantage.They need to identify the distinctive compe-
tencies they need to nurture and grow, and to think
about talent holistically, aware of how it underpins every

effort by every part of their organization to fulfill its
strategic goals.

2. Diversity is your biggest asset. The extraordi-
nary complexity and multiple paradoxes embodied in
today’s global talent market — especially the combina-
tion of local scarcity and global abundance — have cre-
ated talent pools of unprecedented diversity in age, gen-
der, ethnicity, geography, work arrangements, attitudes
and career expectations.Your organization can accept
diversity as a forced response to labor market pressures or
new regulation, or it can embrace and leverage diversity
deliberately as a means for competitive gain.To achieve
this, you will need to be able to attract and retain more
diverse talent than you have in the past.

3. Learning and skills development are critical
organizational competencies. The knowledge econo-
my constantly redefines the skills it demands from the
work force. It requires ever-greater competencies associ-
ated with information technology; it turns the ability and
the willingness to learn into cherished qualities.A talent-
powered organization is both a “learning” and a “teach-
ing” organization: It has mastered how to invest in learn-
ing and development and knowledge-management capa-
bilities, and how to use them to accelerate skills building
and improve competitiveness in all its critical work
forces. It has also inculcated a culture of knowledge shar-
ing and teaching.

4. Engagement is the key to high performance.
Engagement is a combination of heart and mind. People
who are engaged exhibit a high level of energy and
emotional connection in their work.They invest addi-
tional effort, and persist in their efforts despite challenges
or setbacks.They are dedicated because their work is
meaningful and provides them with ample opportunity
to use and develop their competencies and strengths.To
understand engagement, you must recognize that differ-
ent segments of the work force have different needs,
aspirations and expectations.

5.Talent multiplication is everyone’s job. In tal-
ent-multiplying organizations, everyone assumes responsi-
bility for developing and nurturing talent.The HR func-
tion provides much of the enabling processes and support
for talent management, but is not ultimately responsible.
HR should also provide the information to the organiza-
tion to ensure that it understands the talent issues and
challenges, the investments in talent, and progress on per-
formance improvement. It should be a source of expertise
in talent management and development.

Once the building blocks of a high-performing HR

Summary: THE TALENT POWERED ORGANIZATION
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A Talent Mindset
Begins at the Top

American Express Company’s CEO Ken Chenault
drives his company’s talent mindset. He recognizes
that “people are the company’s greatest strength.”
He spends 30 to 40 percent of his time on leadership
issues, working directly with leaders. His involve-
ment includes leading a twice-yearly CEO summit,
where top talent meet with him for two days to work
through a significant business issue. He also dines
quarterly with top talent and annually has several
chairman-led sessions during which talent is dis-
cussed. He is personally informed about how
employees feel –– he listens and is very approach-
able. Not only does he play a visible and active role
with all employees, but he also has similar require-
ments of his staff. There is clearly a top-down
emphasis on talent.



function are in place, it can respond better and more
flexibly to the needs of different work force segments.

Critical Tasks for Key Stakeholders
In reality, we are all stakeholders, whether we are lead-

ers, managers, employees, investors, regulators or in the
public service. Here are some of the ideas and actions we
can all take in our different roles and responsibilities in
managing and developing people, and the talent we need
to successfully build our businesses and organizations:

• Business Leaders. Business leaders have a primary
role in creating the mindset and context for creating
truly talent-powered organizations.They need to
understand the issues and changes happening in the
world around talent, skills and the nature of work, and
set these issues in the context of their own business
and business strategy.

• Line Management. Line managers have the most
direct impact on talent across the organization simply
because most of the people work directly for them or
with them.Their role in talent development and engage-
ment is therefore critical.They need to be aware of their
personal responsibility for talent development, especially
in managing diversity and building engagement, and the
skills and behaviors they need.

• Talent Management Functional Leaders.
Human resources, learning and development are the
functions most directly focused on the development and
management of talent.They have the specific responsibil-
ities to enable the practices and processes across the orga-
nization to support talent multiplication, and to provide
the information the business needs to carry out its wider
role in this context.

• Finance Leaders. Finance leaders need to move
beyond the limits of conventional accounting and collab-
orate with HR leadership to develop new metrics to
value human capital investments within the organization,
consider what metrics can provide more insight to exter-
nal stakeholders on the talent and organizational capital
of the business and encourage the development of stan-
dards, and support talent management functions in
developing stronger skills and knowledge in finance and
key business fundamentals.

• Employees. Employees need to articulate their
needs and desires for learning, development and
advancement for satisfaction and meaning in work in
ways that their supervisors and the organization can
understand and respond to.They must also be proactive

and take full advantage of the opportunities given to
them for learning and development.

• Governments and Regulators. Governments and
regulators provide the environment in which businesses
operate, and in which they can access and employ the
right talent. Regulators need to adapt and respond to the
many rapid changes in the world of talent.

• Investors and External Stakeholders.
Nonexecutive board directors have a responsibility to the
organization and its shareholders to ask management how
it is building human capital, and how well it understands
and is responding to the internal and external issues.The
investor community, financial analysts and others all play a
significant part in keeping a focus on talent in both quot-
ed companies and privately owned enterprises.

Beyond Talent Multiplication
State-of-the-art talent management has evolved from a

system of personnel control to one of people develop-
ment, and now to talent multiplication. Current organi-
zations that have found it possible to multiply talent
through effective discovery, development and deployment
will likely find themselves profoundly affected by the
processes they have helped set in motion.They will
themselves become networks of talent — forming and
reforming in response to opportunity, technology, and
social and political change. Beyond talent multiplication
lies an exponential increase in creative capacity.

This evolution is unfinished and there is still much to
learn.We are all on a journey to discover how to access,
engage, develop and channel human potential to create
organizational values; and new ideas, new approaches and
new challenges are emerging all the time.We are truly in
a new age of globalization and talent, and the promise
that technology is finally beginning to really show is
unlocking the potential of talent everywhere. ●
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RECOMMENDED READING LIST
If you liked The Talent Powered Organization, you’ll also like:
1. The New American Workplace by James O’Toole and Edward E. Lawler III.

The 1972 Work in America taskforce set the stage for groundbreaking
changes in the quality of work life for decades to come. But the results of
such changes on today’s workplace conditions have created a whole new
set of issues and challenges.

2. The Enthusiastic Employee by David Sirota, Louis A Mischkind and
Michael Irwin Meltzer. Drawing on detailed case studies and employee
attitude surveys from hundreds of companies, the authors describe
a dollars-and-cents business case for high employee morale, and
present specific management practices that offer the greatest positive
performance impact.

3. The War for Talent by Ed Michaels, Helen Handfield-Jones, and Beth
Axelrod. The authors say employers must develop talent through the
efforts of every leader in a company. These efforts must address people
management with as much effort and commitment as a company puts into
its customer management.

For additional information on measuring the value of talent, go to
http://my.summary.com


