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Researcher 

 Mary B. Young, D.B.A. 

Principal Researcher, Human Capital 

The Conference Board 

 Latest report: Buy, Build, Borrow or None of the Above 

 Leads TCB’s research program on strategic workforce 

planning and authored numerous reports on global 

human capital issues 

 Research featured in The New York Times, The Wall 

Street Journal, Time, Business Week, Workforce, HR 

Executive, CFO, NPR’s Morning Edition 

 Received her doctorate in organizational behavior from 

Boston University's Graduate School of Management 
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Traditional HR Solutions for Closing Talent Gaps 

 

A. Buy (hire) 

B. Build (train and develop) 

C. Borrow (use contingent workers, consultants) 

D. Redeploy (send people to where the work is) 
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HR Framework for Closing Talent Gaps 

 

Traditional HR Framework 

A. Buy  

B. Build  

C. Borrow  

D. Redeploy  

What’s New in This Report 

• Hybrids 

 Buy and build 

 Build and buy 

• New versions of B,B,B,R  

 Talent eco-system 

 Crowdsourcing 

 Talent communities 

• None of the above 

 Redesign process, jobs 

 Outsource work 

 Eliminate work 
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Rather Than Jumping Immediately to Talent Solutions,  

Focus First on Organizational Capabilities 

Or, before you reach for your favorite hammer or screwdriver, engage 

business leaders in defining what they’re trying to build 

 A bridge? 

 A shopping mall? 

 A cabin by the lake? 

 An inlaid mahogany  jewelry box? 
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1. What are the organizational capabilities we will need in 

the future?  

 

  

 Which current capabilities will we need to maintain, grow, or 

strengthen?  

 Which capabilities will become less important? 

 How long will it take us to develop the new capabilities needed?  

 What current capabilities can we leverage to develop those needed 

in the future? 
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2. What Are the Strategic Options to Build These 

Capabilities? 

 Demand: How would our workforce need to change to deliver our 

future organizational capabilities? (#, skills, experience, location, etc.) 

 Supply: What is our internal talent supply? Is external supply 

adequate? 

 Gaps: Where are the biggest gaps? Which are most important 

strategically? Which pose biggest risk? For which gaps is talent not a 

feasible solution? 

 B, B, B, or Redeploy Talent: Feasibility, costs and benefits   

 None of the Above Alternatives: Feasibility, costs and benefits  

 Do we really need to do this work?  

 Do we have to do it in the same way that we’ve done in the past? 

 Can we change our business processes, redesign our organization or 

jobs?  
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What “None of the Above” Means 

 It’s not about turning down business leaders by saying, “HR can’t 

deliver.” 

 It’s about evaluating other alternatives and making a 

recommendation based on data (e.g., in this instance, talent isn’t a 

viable solution, or only a partial solution) 

 The HR person isn’t “just” and HR person but a business leader 

whose functional expertise is HR 
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The Big Shift in HR’s Role 

HR’s role shifts from filling orders (“Hire 20 more sales people in China 

to meet next year’s revenue targets.”) to helping to shape business 

strategy. 

 

To do this, HR must be able to:  

 Assess the supply, quality, performance, and cost of talent and 

compare these across business units and locations and to the 

industry as a whole.  

 Deliver these insights in a way that business leaders understand and 

will use. 

 Understand the levers for managing demand, including those that 

lie outside HR’s traditional domain.  
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Highlights of Case Studies 

 

 

Lockheed Martin Talent Communities / Talent Acquisition 

GE 

 

Global Talent Strategy 

Southern California  Edison 

 

Workforce Analytics and Planning 
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Marvin Smith, Strategic Talent Sourcing | Talent 

Community Strategist at Lockheed Martin, on Talent 

Communities / Talent Acquisition 
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Panelist 

 Marvin Smith 

Strategic Talent Sourcing | Talent Community 

Strategist 

Lockheed Martin 

 Responsible for talent acquisition, sourcing, branding, 

and engagement strategies that leverage tools, teams 

and technology to maximize success for enterprise wide 

initiatives 

 Previously held positions in strategic talent sourcing & 

program management with the Bill & Melinda Gates 

Foundation, Blackberry, and Microsoft 

 Authored several articles for Fortune, Recruiting Trends, 

ERE Media, and other publications 
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What is a Community? 

Exploring the Military Connect 

Community 
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Talent Acquisition Vision 

Lockheed Martin’s TA vision for external hires is to have 

the Right Candidate, at the Right Time, in the Right Place, 

at the Right Price.  A community strategy offers a 

methodology to achieve that end. 

 
Challenge 

• Talent brand 
is well known 
in A&D, but 
competition 
is with tech 
workers 

Challenge 

• 50% of our 
workforce is 
retirement 
eligible 

Challenge 

• Talent 
brand must 
appeal to a 
more 
diverse 
audience 
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• Social Revolution 

– Lost control of brand 
message 

– Customer makes 
decision before 
speaking with us 

– Discuss experience on 
social sites 

– Trust the feedback of 
strangers over our 
brand message 

– Expectation of 
transparency   

 

 

 

• Thesis: Lifelong learners 

• Thesis: Use non-job 
content to engage and 
bring valuable & relevant 
information to target 
audiences 

• Thesis: Key talent 
segments, a strategic 
investment is warranted to 
engage and nurture 
relationships with the 
target audiences 

 

Why Build a Community? 
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What is a Community? 

A community is a group of people with shared values, 

behaviors and artifacts. 

  -Rachel Happe, Co-Founder of The Community 

Roundtable 
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What is a Community? 

“Online communities are bodies of people joined together 

by a common interest.”   

 -Jeremiah Owyang, founder of Crowd Companies 
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What is a Talent Community? 

“An online talent community is a group of people that 

share an affinity for an organization, profession or skill 

that connect, share opinions, exchange information, and 

collaborate using web tools.” 

 -Master Burnett, Strategy Chief, BraveNewTalent 
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What is a Talent Community? 

Talent Pool 

• Target 
List 

• About Us 

Talent 
Pipeline 

• Multiple 

• About Us 

Talent 
Network 

• Alerts 

• About Us 

Talent 
Community 

• Interactive 

• About 
Them 





21 

Business Reasons 

• Create a community that taps into our 

ecosystem-employees, customers 

and alumni 

• Approximately 24% of employees 

have served 

• 10-12% of current external hires  

• Former military are key talent 

segment  

• Lockheed Martin is committed to 

giving back 
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Lockheed Martin Human Resources 
Lockheed Martin Proprietary Information 

Lockheed Martin Human Resources 
Lockheed Martin Proprietary Information 23 
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Key Performance Indicators 

Connections 
 

Content Comments 

Conversations Community Hires 
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Metrics of Success 

Connections 

• 3299 Visitors 

• 2176 Members 

• 66% of visitors join 

Content 

• 61K –pages viewed 

• 10 pages/session 

Comments 
• 1267 Posts 

• 1660-comments 

• Likes-3795  

• Learns-340 

Conversations 
•44% of community 5X visitors 

•Visit duration, 17 minutes 

Community 
• Adding new member every 

30 minutes 

• 3200+ members 

Hires 

• 39% applied for jobs 
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Revised KPIs 

Connections Content 

Comments Conversations 

Community Hires 

Survey 

Stakeholders 

Pay It Forward 
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Additional Communities-2015 

Diversity & 
Inclusion 

Engineers 

Cyber 
Security 
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Marvin Smith 

@talentcommunity 

www.linkedin.com/in/marvsmith 

marvin.e.smith@lmco.com 
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Paul Fama, Senior Leader, Organization and Talent 

Development at GE Corporate on Global Talent Strategy 
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Panelist 

 Paul C. Fama 

Senior Leader, Organization and Talent 

Development 

GE Corporate 

 Oversees talent-related initiatives that integrate GE 

executive development, learning and the Global Growth 

Organization 

 Formerly served as Senior Human Resource Manager 

(SHRM) for GE Latin America and Manager, Executive 

Development for GE Corporate  

 Led HR for GE Energy’s Oil & Gas business based in 

Florence, Italy 
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CEC/Rice 

March 10, 2015 

Globalization 2.0 … The context 

• Develop new capabilities … industrial 

internet 
‒ 1% improvements 

‒ Own the machines and data 

 

• Be agile 
‒ Continuous talent discussion 

‒ From annual to monthly People 

Reviews 

 

• Support from the top:  “We are raising 

the stature of everything global in GE. 

We need to be faster and more local.”  

… Jeff Immelt                                                                                                                                                                                                                                                                                     

Globalization drivers  GE’s global progression 

• Market opportunities … 

infrastructure play 

 

• Technology:  Access to 

knowledge and disruptive 

technologies 

 

• Resilience: Countries overcoming 

instability  speed 

 

• Cost advantages … leveraging 

scale 

 

• Competition:  challenging us in 

more places 
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CEC/Rice 

March 10, 2015 

Globalization 2.0 … The infrastructure 

38 

• Create Global Growth and Operations organization 

• Expand workforce planning capability 

• Develop strong local “buy” COE 

• Leverage highly developed learning structure 

• Develop “new” workforce alternatives 

 

 Buy and Build and Borrow 
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MDCC Dinner 

March 4, 2015 

 

  

Localization Imperative: 
Africa, current reality 

 
Talent Scarcity + Quality of Education 

 Local graduates scarcity 

 Diaspora reluctant to return home 

 Talent war driving up C&B 

 Low investment in Talent Development 

Strict Localization Mandates + Immigration 

Angola: 3 locals for every GME; 

toughest work authorization policy 

Mozambique: 10 Locals for every GME 

Nigeria: 2 locals for every GME 

Kenya: 1 local for every GME; max 

work authorization, 2 yrs  

GE Offices 

GE Presence 

Complex and dynamic market … Must be local to win 
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CEC/Rice 

March 10, 2015 

• $1B in training annually 

• Crotonville + Shanghai, Bangalore, 

Rio, Abu Dhabi and Munich 

• Top-notch leadership programs 

• Leaders who teach 

 

Using new talent development muscles 

Build 
A long tradition of leadership 

development 

Buy 
First all female business process and 

training center in Riyadh 

Focus and drive implementation to increase growth market pipeline 

• Borrow … grabcad, Kaggle, Quirky, etc. 

• Redeploy … expats, Short-term assignments 

• None of the above … org structure and values that foster collaboration 

(adaptive teams and incentives) 
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CEC/Rice 

March 10, 2015 

A Global Journey … 

41 

To develop global talent capable to meet local challenges 

Plan for new capabilities 

Build 

Buy 

Borrow 

Redeploy 

None of the above 
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Michael L. Manning, Principal Manager- HR Shared 

Services and Jay Helmer, Senior Manager- HR Strategy 

& Workforce Insight at Southern California Edison on 

Workforce Analytics and Planning 
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Panelist 

 Michael L. Manning 

Principal, HR Shared Services Division 

Southern California Edison 

 Led the design and implementation of Edison’s workforce 

planning program in 2010 

 Now leads a group of approximately 60 HR professionals 

on 5 teams performing a variety of HR functions, 

including enterprise-level workforce planning and 

workforce analytics 

 Held various roles in Operations Management, 

Engineering, and HR with Siemens and Merck 

 Received his MBA with Beta Gamma Sigma honors in 

Operations Management at California State University-

San Bernardino  
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Panelist 

 Jay Helmer 

Senior Manager HR Strategy and Workforce 

Insights 

Southern California Edison 

 Possesses more than 15 years’ experience in Talent 

Acquisition, Organizational Design, HR Analytics, and 

Program Management  

 Leads the team responsible for Workforce Planning, 

Workforce Analytics and Insights 

 Received his MS in Human Resource Design from 

Claremont Graduate University  
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On a larger scale, the industry is an important part of our nation’s economy. It pays billions of dollars in tax 

revenue, contributes 2 percent to the nation’s economy, and provides jobs to more than 500,000 

Americans. 

Electric Utilities Human Resources 

Community of Practice (EU-HRCP) 

 

~30 data points from 35+ utilities 

 

Including data such as: 

• External hire rate 

• Attrition rate 

• Attrition by tenure 

• Retirement rate 

 

 

Data on ~50% of utility workforce 

Industry Supply 

The Utility Industry 



Center for Energy Workforce Development Industry Demand 
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Industry Demand from 80+ Utilities 



Center for Energy Workforce Development Industry Demand 
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Industry Demand from 80+ Utilities 
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Industry Supply 

Community of Practice 
(Recruiting, Training, Real Estate) 

Process Champions 

From Business 

Key points from case study 
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Industry Demand 

Data on ~50% of utility industry workforce 80+ utilities annual workforce demand 



© 2011 The Conference Board Inc. 

All Rights Reserved. 59 



www.conferenceboard.org © 2015 The Conference Board, Inc.   | 60 

• Strategic 

Overview 

• Full Report 

• Functional 

Summaries 

• CFO 

• CSO 

http://www.conference-board.org/


www.conferenceboard.org © 2015 The Conference Board, Inc.   | 61 

Buy, Build, Borrow, Redeploy, or None of the Above 

http://www.conference-board.org/

