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Session Objectives

1. Recognize the importance of talent management 
in driving supply chain strategies

2. Align talent with the culture and values of the 
organization

3. Examine GE approach to talent management and 
draw the lessons for your organization
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Talent Management (TM) Wheel
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GE Discussion Questions

• What philosophy, policies, and practices have 
made GE a talent producing machine?

• How transferable are GE policies to your 
organization?

• What are the implications for the recruitment of 
SCM for the future?
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Strategy and Talent
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Foundations of Talent Management

Strong Leadership

Strategic Priorities

Culture and People
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Operational Excellence
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An Integrated Approach to Talent Management

Recruitment & 
Selection
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GE’s Integrated Talent Development System

Talent 
Management

Recruitment
• Competitive
• Team players
• Night students
• Nontraditional
• MBA rebounds
• Ex-military
• Competitively targeted

Training
• New recruits program
• Executives as faculty
• Informal gathering

Development
• Personal development
• Open dialogue
• Honest feedback
• Explicit plans
• Managers held 

accountable
• Linked to strategic 

priorities
• Personal mentoring

Tracking
• Talent inventory.  “GE 

owns, business rent”
• Entry level rotation
• Succession scanning

Evaluation
• Metrics with priorities
• Performance and values
• Top performance show 

case
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The GE 9 Block/Vitality Curve
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Talent Management Building Blocks

1. What kind of people do we want? What should be 
SCM profile?

2. How do we identify them? What is the best 
recruitment strategy?

3. How do we assess them?

4. How do we secure the qualified ones?

5. How do we indoctrinate them?
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Competency Building Blocks

6. How do we give them feedback?

7. How do we develop them?

8. How do we challenge them?

9. How do we retain them?

10. How do we exit those who need to go?
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