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ABSTRACT (@

he Thailand Automobile Industry facesrisk in terms of talent shortage, particularly in

engineering. However, talent shortage is Qe variable of the talent risk components. There

are other talent risk variables ish a%e important in the Thailand Automobile Industry.
Therefore, this research aims confirm the components of talent risk in the Thailand
automobile industry. Questionnaires wigre ducted with managers in 12 automobile companies that

have production bases in Thaitansampling method is called judgment sampling because the
sample is based on the researcher'sSpurpose. However, those automobile companies have market share

over 90 % of Thailand auto

e industry. Therefore, the samples in this study can be confidently

assumed to be representative

components in the Ttutomobile Industry consist of Market Maturity, Organizational Readiness
and Organizationa&& /m.

Keywords: '@arket Maturity, Organizational Readiness and Organizational Aspiration
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e automobile industry in Thailand. Moreover, this study uses both

mailed questionnaires ang questionnaires to collect data. The results confirm that the talent risk




[uamannssusnoumng

\/VG?C%
AR U LY
NNV LEN MANEATNIMIITRNG (UUYIF)
3

o

[

NYIRNVIPRS UMINEFYIN

UNINGREYTN

(\% R3.097 95uUly
8197158U5¢3N N8R N DVLANERS

Q UNINIYYTNT
UNANED (@

namnssusaeudlulszmalneg Lm%z:gﬁumwﬂ'qiﬂaLa‘wwmimmmauﬂumﬁ’fmﬁmﬂi ag4ls

I3 i ~ @ = 13 = S =Y .:4'
AR ﬂ’]iSU'WﬂLLﬂa‘LlﬂuLﬂQLf]‘UL‘W‘ENG]’JLL‘UiLﬂEJ’JELJENF’]‘UiSﬂEJ‘U‘UENﬂ?ﬂilLﬁENﬂ‘LlLﬂ\‘l ‘ZNEJ\HJG]'JLLTJ%JH‘]

@

nddgylussdAUsEnouveIAINELA grannssusasud nedalilavinnisfnen deduauideaud

A
q IS ¢ oA = ST 3 = ! au & & o < ¥
fnguszasdieAnwdudussdusznetgeininudssauins nuideiuilendouuvaeunlumaiiuteya
f\]m@'ﬁmmﬂuﬁﬁmaﬂuﬁﬁﬁmswamaam;mﬂm 1w 12 wiv Fadunisifennguiiegisuuunis

T35y Ingngusieg1ans 12mmmLﬂuéhLmuﬁamaw’%ﬁwiuqmmwmsmaﬂwﬂuﬂizmﬂm

WoanuiEnsasude 12 wisdduRuinisnatnlugnavnssusasudvesUssinelneuinnitsesas 90 o9

druswmaniaiun uenaini fIzsadyihnisdwuvasuauludauensosudnielusudld uagyinsuaniuuaauny

Tngnseluusen ﬁaﬁwﬂ’anﬂamﬂu

lé’dﬁaaﬁﬂszﬂawanmﬁmﬁTuqmammsmaaumﬂlm Usznaumedadeniinisnain Jadeainundauves
qpriale

D9ANT LLaz{]ﬁlé’ﬂmia%ﬁ
AvdAy mwmﬁw&ﬁamqmmmm Jaduanunseuveseenns wagtadenisastalssduniala

S

21U ANUU TN DAINSUNITIAIILRNANITIVY IneTinani1sIdedudy

ANU:WICUBYANEASIA:NISUNT UK1DNYU1agsSSSUA1Ians

9uAUS:NOUVOVADUIALIAUINY 7, (S

59



Talent Risk Components
in the Thailand Automobile Industry

1. INTRODUCTION

According to Adecco Thailand (2014), Thailand faces talent risk in terms of tatenrta@

particularly in the automobile industry. However, talent shortage is only one variable of the val ri

components. Nagpal (2013) studied in several countries and concluded that talent risk consis

components which cover both external and internal components. The external compon is Elled
market maturity whereas the internal component is called organizational readiness anal
aspiration. Each component has different impacts to a company. Therefore, companies negd $a, investigate
themselves in order to know which talent risk component mostly effects their cor{(pa ecause each

component requires different strategies to reduce talent risk. For example, if the &&anizational readiness
component mostly creates talent risk, then the company needs to s SNtl\s component and
i

nt for a company to

xiland automobile industry

implement the right strategy to reduce the talent risk. Therefore, it

know what talent components the company has. As earlier mentioned, the
2/fes to solve that problem.

For example, some automobile companies established their own cowegy

faces a talent shortage and several automobile companies use differepsstra
% to build talent or cooperate

with local education institutions to conduct programs which are(suitedy,for their companies. This study

uses the talent risk concept of Nagpal to confirm that the TjfilaRd
talent risk components, the same as Nagpal’s concept. InAa8p80r concept, there are eleven variables
in three components. However, there are some talent iables that might be important in Thai
context such as education policy, talent mismatch &nd ifernal branding. Hence, this study puts all

those three variables in the model and this stu needs to confirm that those variables are in

the right component. Moreover, this study will explore talent risk components and talent risk variables

automobile industry also has three

which Thailand automobile industry needs_to urwod%rstand in order to prepare talent management

strategies because each talent risk variabl{need® specific strategy to reduce that risk such as business

ambition variable needs to use motiv travegy to reduce this risk whereas talent risk from internal

branding needs to use working envireament strategy to solve. Furthermore, each automobile company
might face difference talent risk teach company must diagnose itself to find which talent risk

60  01SAISUSKISSSNY
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3. LITERATURE REVIEW

Nagpal’s Talent risk concept: Nagpal (2013) researched talent agenda all over thd @

interviewing CEQOs, business leaders and HR executives. He found that most executives let

management is usually responsible by human resource and the role of the CE is intermittent and
distant. However, the roles of the CEOs have been increasingly involve %- \nagement because

talents are a source of business competitive advantage (Collings & M

applications remain moderate or poor. Moreover, CEOs or business téa
invest in them in order to retain their talent. Per his findings, @er&re 11 talent risk variables such

as market opportunity, employee vintage, management a

classified those 11 variables into 3 distinct points of vie

maturity describes the external talent circumstances andvhai3% variables:

« Market talent pipeline expresses the quartity of talent in the labor market. In other words,
talent pipeline refers to an organization’s ongoing ) have a pool of talent that is readily available
to fill positions at all levels of management. Acc%ding to Nagpal (2013), market talent pipeline is
about the analysis of macro talent tren@pfactors affect talent pipeline such as education,

migration and aging population.

« Pipeline proficiency is relatad to the quality of talent. This is about how easy it is to find

skilled talent in a location. If the a3 it is not easy, then companies need a clear strategy either

to import skilled talent or s p training to develop capabilities within. Therefore, companies need

ilable (Nagpal, 2013).

—

to analyze the quality of ta

S

« Market opportu nvolved with talent requirements depending on business conditions.
When business boom rms need more talent than during recession. Formby & Crandall (2013)
also claimed that y s required new talent in the United States after the economic recovery

from 2000 to 20 ever, the United States faced a talent shortage in recent years because most

talent retu@ due to rapid economic development in their home countries.
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how organizations prepare for dealing with talent risk. There are 4 variables in this compon

« Talent Attraction: In a talent war, many firms try to attract talent by organ'zat'onal@
Many well-known businesses are attractive for talent to work in. Their reputation might differ d| g
on the talent’s perspective. A good image of an organization creates a lot of opportuniti the
ageem

N

The second component is called organizational readiness. Organizational readiness refers tj,C:
ge.

best talent within a short time and as a consequence, they do not face a talent r'-,

compared with other organizations (Arachchige & Robertson, 2013). (\

« Employee Vintage: This variable analyzes the talent’s age distributio

also focuses on how long existing talent have been in their positio@%o tions have existing
o

t new talent because
erg

SN g markets and found

Q_an organization. It

talent who are in their positions for a long time, those organizations d

of low career opportunity. Herrmann (2014) studied population aging in
that older employees negatively relate to economic development be 2.9/ employees have lower

productivity than younger employees but older employees have \

than young employees. (\

« Management ability: Nagpal indicates that manag %
Japanese leaders will manage their organizations diffe l Im European leaders. Conger (2014)

organizational commitment

D

2iity depends on cultures of leaders.

studied global leadership talent and found that lead hoome from a hierarchy will create many

layers in the organization which obstruct work flow and“talent™therefore tend to leave these organizations.

 Organization Structure: Nagpal indicate@organization structure can either enhance or
obstruct talent training or coaching. Hierarchical stru@ures where seniors are powerful might offer less
talent training especially to younger taLe@tﬁe the seniors might not allow young talent to be
trained. According to an empirical stlg;\\by ajeed (2013), there is a positive relationship between
re-engineering and organization perforniance, "because a flat organization structure can easily conduct

talent development and will lead|t&5sSer performance than a hierarchical organization.

The last component is2alled organizational aspiration. It is concerned with how organizations

retain their talent. There are bLes in this component:

» Business ambitioers closely impact talent in many ways. Leaders have different business
ambitions depend'r backgrounds. Business ambitions will impact talent differently. Sen &
t

Eren (2012) stated eaders with aggressive ambition will focus on how firms are going to be in

the future. The

sualy set high organizational objectives in order to get high competitive advantages.

Therefore, a r With aggressive ambition will encourage their talent to enhance their knowledge,
to develo career path and to create a relationship with them. Leaders will motivate workers to

move f with a future vision and will encourage them to develop themselves. Finally, these

i(Cgive the benefits back to their talent when they reach their goals.

01sa1sUSHIsssNY
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« Change agenda is change within an organization. This change can be an opportunity to develop
organizations in order to respond to business change both present and future. Leaders are -'*9
for implementing change in their organizations because leaders need to motivate their talent ‘6 n

Leaders also have to help their talent adapt themselves to a new organizational setting. a

s
ignore the consequence of change, talent will resist change because they do not want alteOheir
work process and feel uncomfortable (Burnes & By, 2012). O

« Innovation: In dynamic globalization, organizations have to create new things order to

become leaders in business. Most companies fund huge budgets in research andvdeve®pment each

year. Technological innovation has become a major tool for talent developm
organization to share their knowledge and it can create a good vvorkpla onmynt because talents
% them. As a result of

will use technology to connect with others. It creates a good relationship.a

an innovative organization, talent will want to collaborate and this wi

organizations want to hire talent who have technological ability (L'C

vy talent turnover. Hence,
4n & Zhu, 2013).

« Market Share is an important variable to attract the rimnt to join. If firms have a small

market share, they have difficulty in attracting talent. %
However, there are other variables which might Feximpsttant in a Thai context. For example,

« Education Policy: One talent risk is talent@f%\a\ge which is caused by education failure.
Education policy is important to build talent. So ntries like Singapore responded to the global
war for talent by education reformation (Ng, 20reover, Singapore has tried to attract foreign
talent, especially young talent, by launching an e@ucation hub policy (Lee, 2014). China has also
launched policy to support their young/tal % order to respond to talent demands (Dong &
Wuguangrong, 2013). As a result of the e, gany countries have tried to set National Talent Programs
to build talent for their labor markets%‘crast in Thailand, education policy is traditionally ignored
for the talent market. Policy ma not cooperate with private companies in talent building.
Therefore, previous educatioryoolicy did not respond to market demand. For example, according to
a report by Adecco Group ( 2014, Thailand produced only 6.60% engineering graduates but

the demand for engineer and automobile industry was 17.05% of total market demand. With

that said, policy makers ave((ergdually cooperating with companies to conduct educational programs in

recent years. Ther, focation policy in Thailand might be one of the talent risks in Thai context
t

and should be inves ed in this research (Brimble & Doner, 2007).
 Talen @ch: Talent mismatch is a major problem in the talent market. This problem

occurs when cation system does not match with the labor demand. Some countries face talent
eering but their education systems cannot produce enough engineers to serve their

A lot of research has come to the same conclusion regarding talent mismatch, that
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is a serious problem due to lack of educational development. Many firms spend a lot of time an
money to search overseas for the right talent, particularly technology specialists, instead ofs er@
training because of the educational background of workers. According to Siam Commerc
Economic Intelligence Centre (2014), it was reported that there is a mismatch between the' (s
dlUcalmyn

that employers seek and the skills actually possessed by workers trained in the Thai

n

system. Thai schools and universities emphasize general education instead of vocatit ng,
engineering and science. Vocational students account for only 20% of all students\{/ieducation in

Thailand. However, several companies actually have a greater need for vocational wor with practical
training than for graduates of universities. With all of the above in mind, this &=xarch will put these
variables into the research model because talent mismatch might cre tato the Thailand
automobile industry as well. %%

pich is an external talent

« Internal Branding: This variable is quite similar to talent attragsio
view. However, internal branding is the internal talent’s percepf
n.

r Thailand, internal branding

eir organization such as
organizational culture. Internal branding relates to talent satisf:

olore internal branding as it is one

might be a new concept that businesses ignore because they fhirnk that™it is similar to external branding;
thus they will focus more on external branding. This study

of the talent risk factors that leads to reduced competit' aritage. Internal branding relates to the
workers’ satisfaction with their organization and is ex % the organization’s close relations with
both their workers and the public. External talent mrn about internal branding through their
friends and family. If external talent perceive ple their friends’ workplace, they might want to
join that workplace. Therefore, good internal brandingovvill encourage the talent supply and organizational
commitments. Every company creates inte bragding in order to maintain their staff and to search
for new talent. Firms with low internal brafiding can experience talent risk compared with high internal

branding firms. (Kimpakorn & Tocquer,@(m uominen, Hirvonen, Reijonen & Laukkanen, 2016).

4. CONCEPTUAL ERAMEWORK

For conceptual frame onstruction, this study combines Nagpal’s talent risk variable and

other talent risk variables @. e not in Nagpal’s concept such as education policy, talent mismatch
e

)

and internal branding ipto

However, this stunly uses talent risk variables in Nagpal’s concept but some variables such

and pipeline proficiency in Nagpal’s concept closely relate to talent supply

components in order to confirm those components in Thai context.

as market talent pine

because the @lent pipeline describes the quantity of talent in the labor market whereas
pipeline profigianyy describes quality of talent in the labor market. Therefore this study puts both
in talent supply. This is similar to market share which expresses that most talent

5 in big companies in the market for job security reasons and therefore this study puts

01sa1sUSHIsssNY
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this variable into talent attraction. Moreover, this study adds 3 more variables being education polic
talent mismatch and internal branding. Hence, the conceptual framework is composed of 3 t @

components and 12 talent risk variables.

« The first component is called market maturity which has 3 talent risk variables: talep ,

market maturity and education policy.

« The second component is called organizational readiness which has 5 tal isk variables:

talent attraction, employee vintage, organization structure, management ability anm mismatch.

5. RESEARCH FINDING

This study uses automobile companies that have a productiov b in Thailand as respondents.

Moreover, this study is confident that the respondents are rebresentative of the entire population
because all 12 companies have a market share of over 90% nd’s automobile industry. Therefore,
the samples in this study can be confidently assumed to payrepN@sentatives of the automobile industry
in Thailand. The sampling method used was judgment samThis sampling method is non-probability,
in that the sample is not equally chosen because thg sargle is based on the researcher's judgment.
Moreover, this study requires managers or higher gsitras to do the questionnaires because of Nagpal’s
concept. In that concept, Nagpal (2013) explains that managers or higher positions are the main players
to diagnose talent risks in their companies and thoeyknovv who their talents are.

For this analysis, 360 questionn i@ sent to 12 automobile companies. However, there
were only 340 questionnaires returned{to thy researchers. Therefore, the respondent rate was 94.44%.
With this rate, the survey results cpresentative of the target population (Nulty, 2008). Moreover,
the data which could be used for Quantitative analysis was 325 questionnaires. There were 61 items
in the questionnaires including=eamosgraphics data. This questionnaire also used 7-point Likert scales
to measure the respondent @ ions (1 =Entirely Disagree to 7 =Entirely Agree). Moreover, this

questionnaire tested valiusing Index of Item-Objective Congruence (I0C) and tested reliability

by using Cronbach's . Table 1, the sample of Cronbach’s alpha in each question is shown.
There are varying se=A’s alpha scores but overall, the Cronbach’s alpha score was 0.958 which
is greater than @ therefore all questionnaires are reliable for testing. The questionnaires also
needed to be ted into the Thai language; therefore, questionnaires were certified as correct

translations_b apha University Language Institute. Moreover, the details of the respondents are

shown ie

ANU:WICUBEANEMSIa:NISUNYE UKI1DNYI1AUSSSUAIENS 65
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Table 1: The Sample of Cronbach’s Alpha in Each Questionnaire
(éOk

No. Questions

1 You greatly trust that economic development will affect your talent.

2 Your company produces your own talent to use.

3 Universities cooperate with your company to conduct educational programs.

4 In your company, career promotion depends on seniority even though young

talents have higher performance.

5 Your company create flexible and dynamic work environment. % 0.825
S
6 You have ability to adapt your management to fit talents who ar 0.835

backgrounds. N

7 Your talents are cooperated with you to set long term goals and@ark th/ough 0.939

them. @

Table 2: Respondent [f\%
%

Frequency Percent

G

A,
Gender (-@

AV) 4
Female /&\) 135.00 41.50
Male e 190.00 58.50
Ages ¢

AR QO
20-29 L@\ 16.00 4.90
~N
20-39 (C\ 136.00 41.80

40-49 @ 124.00 38.20

50-59 \ 47.00 14.50

Over 60 @ 2.00 0.60
=
Education @
Diploma or less m 37.00 11.40
N\

201.00 61.80

Bachelor

Master 87.00 26.80

O
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Table 2: Respondent Details (Cont.)

Frequency

Period in Position

Less than 1 Year 41.00

1-5 Years 130.00

6-10 Years 73.00

11-15 Years 45.00

Q
More than 15 Years 36.0&

In addition, Maccallum, Widaman, Zhang and Hong (1999) explzia

—
—
>
[}
=
D
oY)
=
)
2
Q.
@)
=
QV
>
va
D
(%)

of sample size in factor analysis. However, there are rating scales ate sample sizes in factor
analysis: 100 = poor, 200 = fair, 300 = good, 500 = very good and 0 d&more = excellent. As a result,

2e Thailand automobile industry, this

using 325 data in this study is good to analyze factor analy.

In order to confirm the components of talent risk \9
study uses AMOS to analyze confirmatory factor anaLysithe statistical output shows acceptable
threshold levels and is consistent with the concept %@NL (1998), Bollen (1989) and Sorbon (1982)

such as; &

Table 39CMIN

AR Q
Model NPAR (/@m DF P CMIN/DF
~N
56 (\25.730 22 263 1.170

Default model

Table 4: Model Fit Indexes

GFI AGFI PGFI CMIN/DF

Default .987 952 278 1.170

ANU:WICUBYANEASIA:NISUNT UK1DNYU1agsSSSUA1Ians

67



Talent Risk Components
in the Thailand Automobile Industry

« Goodness of Fit Index (GFI) and the adjusted goodness of fit index (AGFI) range from 0 (pot‘_

fit) to 1 (perfect fit). If the both index is close to 1, the model is perfect fit but generalll a

AGF! is greater than 0.90, the model considers fit. From table 4., GFI and AGFI are 0.987 \
which are greater than 0.90 therefore this model is acceptable fit. %
eing

+ The root mean square residual (RMR) ranges from 0 to 1, with a value of .08 (frsss
indicative of an acceptable model. In this model, RMR is 0.023 which is less than O.% R BRshis

model is acceptable fit.

Overall, the data indicate a good fit for the model. Therefore, this resed@h_can conclude that
the talent risk structure model is valid (detail in figurel). 7

.80
Tsupply .70 @

MarOpp Market Maturity

for Talent Risk (\
EdPo
U
TAttract @ % 2 @

EmVin
Organizationdl o
Readi \ : Talent Risk
TalenkRisk

I3

o
S

~
©

3]

~
b
N

w

e /.
'S
©

OrStruct

@
©

lll 'lU‘l |~l -lb

ManAbility 90
TMismatch
BusAmbit

Innovation

.Al _l -l

Aspiration for @

ChangeAgen Talent Risk

fr=square = 25.730 df. =22 Sig. =.263 CMIN/df. =1.170
=.998 NFI =.989 GFl =.987 AGFI=.952 IFl=.998

MSEA = .023 RMR = .023

Q\ Figure 1: Confirmatory Factor Analysis
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6. DISCUSSION

This study aims to confirms talent risk components in the Thailand automobile ind'y

the result confirm that Thailand automobile industry has three talent risk components such

a
Ce
maturity, organizational readiness and organization aspiration. Moreover, the statistical data
e int

shows that organizational aspiration component significantly impacts on Thailand automag try

compare with other two components because this component has the highest value

regression weight (0.98), followed by organizational readiness (0.92), and market mat .90).
(@
Table 5: Standardized Regression Weights S
Component (/ 6{ Estimate
Market Maturity — Talent Risk \A@ 0.90
Organizational Readiness -— Talent Risk e / 0.92
Organizational Aspiration — Talent Risk ) 0.98

CS

However, there might be difference degree of tales ‘ pact in company level for instance,
organizational aspiration component significantly impacsome automobile companies whereas
market maturity component will significantly impacts o\i oth&s automobile companies. Hence, automobile
companies firstly need to self-diagnose on tatecomponents by using self-assessment (after
reference). With self-assessment, the scores will indicaté that which talent risk component is the most
important for them and will be the first priority to®olve or reduce that risk because each company
has difference degree talent risk compondat wiish has difference techniques and method to reduce.
For example, organizational aspiration @o nt consists of four variables such as business ambition,
innovation, change agenda and internal branding. Therefore, Thailand automobile companies should
emphasis on these variables by uous techniques and methods in order to reduce talent risk

in their companies such as;

« Automobile compa ced to share future vision of company and to deliver benefits to

talents when companies e vision.
« Automohile nies need to create innovation climate in company and welcome all

their talents.

innovation propos
. Autogb companies should provide innovation and creative think training for talents.

. A bile companies need to enhance their talents to adapt themselves to the company

changestways pay sufficient attention to talents’ consequences after changing.

ANU:WICUBUANEASIA:NISUNT UK1DNYUIagSSSUANEanS 69
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+ Automobile companies need to build internal branding and provide internal branding for thej

talents. W
On the other hand, there are other techniques and methods to reduce talent risk in orgar@

readiness component and market maturity component. For example; %

« Automobile companies need to cooperate with education institution to conducnal

programs which consistence with their demanding.

 Policy makers need to use dynamic strategy to set educational policy. Ror e ple, survey

in business sectors which labour demand they require for next 2-3 years and h

tional institution
to produce labour to respond business demand. Policy makers need to 2-3 years because

business demand for labour can change over the time.
» Develop a company strategy to integrate new young talent @ent employees in order
to interoperability because seniority system still is an important in%tace in Thai context.

%nt role in diagnose talent risk

| \tegies. However, human resources

In addition, CEOs in automobile companies must pla
because they are the main supporters in talent managem(t
now plays a key role in talent risk diagnose instead of G5 in“hai context. This situation can create
more talent risk in the Thailand automobile companies aus&human resource staff might misrepresent
the talent risk to CEOs and human resource staffs or%s on their job. Sometime human resource

staffs do not know the impact of talent risk acrosi thg3sntire company whereas CEOs concern the big

7

picture of company therefore they will know the cgnsequence of the talent risk on entire business.

Hence, CEOs in Thailand automobile indus ustachange their role by directly focusing on talent risk

7. LIMITATION OF T}@TUDY

2Q013), Nagpal classified talent risk into three components with eleven

in Nagpal’s model. Therefory S study extends Nagpal’s concept by adding three more talent risk

variables into three tale components. However, there are other variables which need to be

confirmed wheth th in the talent risk components or not. The other talent risk variables are
©

teamwork, flexibl work life balance, stress at work, colleague relationships, organizational justice

diagnose.

According to Nagpal

variables. Moreover, there ar( variables which might be important in Thai context but are not

and job security: ore, future researchers should consider those variables.

01sa1sUSHIsssNY
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8. CONCLUSION

This study finds that the talent risk components in Thailand’s automobile industry cm@
Nagpal’s concept in which the talent risk components consist of market maturity, organizational¥ref/di

{%me?

and organizational aspiration. Apart from Nagpal’s concept, this research adds three other 9’-

variables into those three components. The results confirm that all three of those variablzs! whid® are
%@\ S

automobile industry. Moreover, this study explores beyond Nagpals concept by put thr&& s variables

education policy, talent mismatch and internal branding are in the talent risk componen

'3

which might influence on talent risk in Thailand automobile industry. Hence, this S@Nally provides
the new talent risk combination in talent risk components for Thai context whicd&Fhailand automobile
industry can use this combination to diagnose itself in order to prepar \lagement strategies

9. RESEARCH CONTRIBUTIONS %;
asaet

1. To provide leaders in Thailand automobile companiemt r understanding of the talent

to protect or reduce talent risk in Thailand automobile industry.

risk components

2. To provide a self-assignment for talent risk to 'r- Dautomobile companies because each

talent risk variable requires different talent managem str{®)sies to solve.

3. To contribute in the academic arena b loring the knowledge of talent risk which is the

original root of talent management.

Q

o
b@
o
%
§Q
S
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Talent Risk Components
in the Thailand Automobile Industry

Self-Assessment for Talent Risk E

Talent Supply analyzes how many workers are available for company to recruit. If there ar‘ t

workers in the labour market, you can mark low scores. On the other hand, if it is very W
find talent for the company, you can mark a high score. High scores mean the companaces ore

talent risk in terms of supply. % O
Abundant Narcity

1 2 3 il 5 6 7 @10

Market Opportunity analyzes how business circumstances have an i ct opy talent. It is difficult for
talented people to find new jobs when the market is declining.& pany will encounter low

talent risk when the market slows down.

Decline Growth

10

o
\O

(6\ :
Education Policy analyzes how education potigspond to a company’s demand. If there is

cooperation between the company and the educatiogal institution to on programs, it can reduce talent

risk in terms of both talent shortages an@ﬂ\ismatch.

Cooperate Non Cooperate

1 2 3 4 5 6 7 8 9 10
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Management Ability analyzes the ability of leaders or managers to manage talent diversity in th
company. @

Best Wo, Q

1 2 3 a4 5 6 7 8 9
(O
Employee Vintage analyzes the age distribution in an organization. It also focuses howslong workers
have been in their position. If organizations have staff who have been in their for a long time,
those organizations can not attract new talent because of low careerﬁ nites, so the company

has high talent risk.

% elder talents

10 20 30 40 50 60 0 80 90 100

Organization Structure can either enhance or obstruct t%k;orce's training or coaching. A hierarchy

structure in which seniors are powerful might obstr ourig talent training because seniors might
attend training classes and might not allow youn ff to participate.
Enhance Q Obstruct
1 2 3 4 5 6 7 8 9 10

Match Mismatch
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Business Ambitious analyzes the inner desire of leaders to achieve success based on their belief i;

themselves. Leaders with strong ambition will have a strong desire for success or achievemyT

will encourage their workforce and will motivate them to move forward with a future visioN/in/or
to reach their targets. %

Strong

Vi A

Change Agenda analyzes how a company can deal with changes inf ndtion. If a company
pays sufficient attention to the consequences of change or enhances workgrssébipay to adapt themselves

to the changes, the company will have low talent risk.

Best % Worst

Innovation analyzes how a company can enhance %ers' creative competence. The company
needs to build an innovative climate among the rkers. With this climate, employers will provide
various learning practices in innovation, including in% thinking, innovative monitoring, and innovative

performance. The consequence of innovation is knoydedge sharing and a good environment workplace.

Finally, staff will be more motivated to v@f’and turnover will be reduced.

Enhance Obstruct

1 2 3 5 6 7 8 9 10

company builds internal branding in order to increase organization

Internal Branding analyz
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Scores Interpreting

create high talent risk to the company. Therefore the company needs to focus on those variabl

Each variable has a score ranked from 1 to 10 and 10% to 100%. Variables with h%g
with

high scores in order to reduce talent risk.

For example, the changing agenda variable, when a company ignores the effect e on
their workforce. This company is very bad in dealing with changes in company. The s%i t be 7,
8, 9 or 10 depending on the perception of respondents. Each variable creates amn degree of

talent risk. For example, if management ability has the highest score then this@=ariable creates more
talent risk than other variables. Therefore, the company needs to foc?n ri

Q
&

&
&
&
e

le as their first

priority.
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