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The Alliance Talent Information Hub 

(a web-based Talent Tool) 

M-I Organizations (Mgt & EE's), Education, Student/Potential EE's 

One of the Solution Sets 

 

Primary Functions: 

A. Create One Talent Language in the Region 

B. Identify, Organize & Track the different S&HS Talents used for Job Descriptions, People Profiles, and Talent 

Development 

C. Provide Data so that all M-I firms can use to populate Job Descriptions 

D. Provide Data so that Education Community can use to align with talent requirements 

E. Provide Data so that current workers can build Profiles and students can build resumes 

F. Generate Region Certification System 
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Competency Management: A Function of Talent Management 
 

Identifying, Clarifying and Tracking 
1) the talents used in MFG; 2) the ones each Job and Certification requires;  and 3) the ones that People achieve. 

  

Talent Architecture:
The Foundation of Competency Management
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Identify, Clarify & Track the Talents Used in MFG 

  

Talent Architecture:
The Core or Foundation of Competency Management
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It All Began with Multiple Analyses of S&HS MFG Jobs  
 

Which Resulted in the Creation of the 
 

Advanced MFG-Industrial Competency Model  

Advanced Manufacturing/Industrial Competency Model 
 
 
 

 
 
 
 

 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 

A. Core Work Styles/Traits 
(e.g. Integrity, Learning Capabilities, Adaptability/Flexibility, Interpersonal Skills, and Initiative) 

 

B. Foundation KSC's - Level 1 
(e.g. Reading, Writing, Mathematics, Physics, Research, Basic Computer Skills, 
Statistics, Critical/Analytic Thinking, Problem Solving1, and Decision Making1) 

 

 

 

F. Decision Making3 
and Continual 

Process Improvement 

E. Equipment & Tools 
(Implementation; Startup; Operations; Trouble 

Shooting, Problem Solving3 and Lessons Learned; 
Shutdown, Maintenance, Control Systems2, and 

Applicable Certifications) 
 D. General Workplace Competencies 

(e.g. Rules, Regulations, Policies and Standards; Plans; 
Processes & Procedures; Quality Systems & Customer-Centric 

Thinking; Safety; SME's, Mentoring & Coaching; Decision 
Making2; Proposal Writing & Speaking; and Teamwork 

C. Foundation KSC's - Level 2 
(e.g. Kinetics, Hydraulics & Pneumatics, Fluid Flow, Thermodynamics, Basic Electricity, 

 System Components, Circuitry & Piping Schematics, Motors, Driving Mechanisms & 
Reduction Gears, Systems Integration, Flow Logic, Control Systems1, Cause & Effect Analysis 
& Problem Solving 2, Understanding the Numbers of Business Mgt., and Systems Thinking) 
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Identifying Categories into which to file Competencies Using the Model 

  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Advanced Manufacturing/Industrial Competency Model 
 
 
 

 
 
 
 

 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 

A. Core Work Styles/Traits 
(e.g. Integrity, Learning Capabilities, Adaptability/Flexibility, Interpersonal Skills, and Initiative) 

 

B. Foundation KSC's - Level 1 
(e.g. Reading, Writing, Mathematics, Physics, Research, Basic Computer Skills, 
Statistics, Critical/Analytic Thinking, Problem Solving1, and Decision Making1) 

 

 

 

F. Decision Making3 
and Continual 

Process Improvement 

E. Equipment & Tools 
(Implementation; Startup; Operations; Trouble 

Shooting, Problem Solving3 and Lessons Learned; 
Shutdown, Maintenance, Control Systems2, and 

Applicable Certifications) 
 D. General Workplace Competencies 

(e.g. Rules, Regulations, Policies and Standards; Plans; 
Processes & Procedures; Quality Systems & Customer-Centric 

Thinking; Safety; SME's, Mentoring & Coaching; Decision 
Making2; Proposal Writing & Speaking; and Teamwork 

C. Foundation KSC's - Level 2 
(e.g. Kinetics, Hydraulics & Pneumatics, Fluid Flow, Thermodynamics, Basic Electricity, 

 System Components, Circuitry & Piping Schematics, Motors, Driving Mechanisms & 
Reduction Gears, Systems Integration, Flow Logic, Control Systems1, Cause & Effect Analysis 
& Problem Solving 2, Understanding the Numbers of Business Mgt., and Systems Thinking) 
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Identifying Specific Competencies Using the Model  

Advanced Manufacturing/Industrial Competency Model 
 
 
 

 
 
 
 

 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 

A. Core Work Styles/Traits 
(e.g. Integrity, Learning Capabilities, Adaptability/Flexibility, Interpersonal Skills, and Initiative) 

 

B. Foundation KSC's - Level 1 
(e.g. Reading, Writing, Mathematics, Physics, Research, Basic Computer Skills, 
Statistics, Critical/Analytic Thinking, Problem Solving1, and Decision Making1) 

 

 

 

F. Decision Making3 
and Continual 

Process Improvement 

E. Equipment & Tools 
(Implementation; Startup; Operations; Trouble 

Shooting, Problem Solving3 and Lessons Learned; 
Shutdown, Maintenance, Control Systems2, and 

Applicable Certifications) 
 D. General Workplace Competencies 

(e.g. Rules, Regulations, Policies and Standards; Plans; 
Processes & Procedures; Quality Systems & Customer-Centric 

Thinking; Safety; SME's, Mentoring & Coaching; Decision 
Making2; Proposal Writing & Speaking; and Teamwork 

C. Foundation KSC's - Level 2 
(e.g. Kinetics, Hydraulics & Pneumatics, Fluid Flow, Thermodynamics, Basic Electricity, 

 System Components, Circuitry & Piping Schematics, Motors, Driving Mechanisms & 
Reduction Gears, Systems Integration, Flow Logic, Control Systems1, Cause & Effect Analysis 
& Problem Solving 2, Understanding the Numbers of Business Mgt., and Systems Thinking) 
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First Step in Clarifying the Talents 

Types of Talents  
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The Specific Talents  
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More Clarification of the Specific Talents 

(Being sure that when a person is identified as having a talent, everyone 
has a clearer picture as to what that talent is!) 
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Further Clarification of the Specific Talents 

Crucial, At-Risk Talents 
(is it one?) 

 
 
 
 
 

 
"Crucial" in that it has, it impacts, 
it results in, it justifies... 

 

In other words, if this talent 
left today...result in serious 
consequences 
 

"At Risk" in that it is hard to find, 
hard to develop, need to keep... 

 

In other words, if this talent 
left today...where would we 
find a replacement? 

 
Who has this talent, employee 
and external resource? 
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Job & Certification Profiles (Descriptions) 

 

Identify, Clarify & Track 

the Talents Each Job Requires 
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Job Profiles (Job Descriptions) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Similar to a Job Description; this screen identifies the different talents that are required to perform the job. It organizes the talents for the job 
by “type” (e.g. Knowledge, Skill, Competency, Certification, License, Achievements, Experiences, and Work Styles), is it Critical, and is it a 
“Crucial At-Risk” talent (very impactful and hard to find). It also list "tools" used to perform the job (Job Performance Aids) such as policies, 
work flow diagrams, procedures, software, checklists, equipment, manuals, laws and regulations, and forms. This is pivotal in: Recruiting & 
Selection, Talent Development, Performance Management, and Succession Management 
 



 
Alber Enterprise Center  alber.osu.edu    740.725.6325 
 

2015 Alber Enterprise Center 

O H I O   S T A T E   U N I V E R S I T Y   E X T E N S I O N 

Create Internal and Regional Certifications 
 
 

 
 
 
 
 
 

These can be used to achieve a variety of 
business functions such as setting standards 
for Special Talents: 

 Needed across the organization, not 
as jobs, as "skills" 

 That can meet "skills" needs and be 
used in Succession Management 

 That can drive employees in self 
development; achieve a certificate! 

 Can be used by Talent Development 
to create phases of learning to 
increase the effectiveness of 
curriculum 

 Identify Experts such as SME's, 
Mentors & Coaches who can be used 
for a multitude a business needs. 
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More Clarification of Internal and Regional Certifications 
 
 

Exactly what skills, knowledge, experience, etc. do I need to get this certification to 
achieve the needs of my employer? 
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People Profiles 

 

Identify, Clarify & Track 

the Talents Each Person Achieves 
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People Profiles 
(Employees and Potential Employees) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
People Profiles or Resumes: People often have more talent than those required to perform their current job and sometimes they 
don’t have all those talents. This function in facilitates organizations identifying all that a person has to offer, their full worth. It also 
allows the organization to do things such as identify: 1) if people have Crucial At-Risk talents (not necessarily associated with their 
current job) that would justify keeping them, even during RIF’s; 2) people who are gaining skills that help in Succession 
Management; 3) people who have strong learning capabilities (it reports their Skills Growth Rate); and 4) talents they have to make 
them good parts of project teams. There are so many other ways this data can be used and there are different “groups” of people to 
use this with such as employees, potential employees, and students. If made available to Students, it provides a means of students 
using the same language as the Manufacturers, which increases the effectiveness of making candidate selections. 
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Profiles for 
Back-Up's, Consultants, Contracts Employees, and Temporary Workforce 

 
 

 
 

 


