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ABSTRACT

Talent management is a very crucial task and demands close attention from human resource (HR)
professionals. Recently, among the challenges for HR professionals is how to manage organization's
talents, particularly to ensure the right job for the right person at the right time. Some employee s talent
patterns can be identified through existing knowledge in HR databases, which data mining can be ap-
plied to handle this issue. The hidden and useful knowledge that exists in databases can be discovered
through classification task and has been widely used in many fields. However, this approach has not
successfully attracted people in HR especially in talent management. In this regard, the authors attempt
to present an overview of talent management problems that can be solved by using this approach. This
paper uses that approach for one of the talent management tasks, i.e., predicting potential talent using
previous existing knowledge. Future employee s performances can be predicted based on past experi-
ence knowledge discovered from existing databases by using classification techniques. Finally, this study
proposes a framework for talent forecasting using the potential Data Mining classification techniques.
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INTRODUCTION

Human capital is a definitely critical issue and
it demands close attention from the top manage-
ment and Human Resource (HR) professionals in
any organization. Human Resource Management
(HRM) that deals with human capital aims to fa-
cilitate organizational competitiveness; enhances
productivity and quality; promotes individual
growth and development; and complies with legal
and social obligation (DeNisi & Griffin, 2005).
Besides that, an organization needs to struggle
effectively in term of cost, quality, service and in-
novation in order to achieve organization’s target.
All these depend on having enough right people,
with the right skills, employed in the appropriate
locations at appropriate points in time. Recently,
among the challenges for HR professionals is
managing talent, especially to ensure the right
person for the right job at the right time. These
tasks involve a lot of managerial decisions, which
are sometimes very ambiguous, uncertain and dif-
ficult. On the other hand, HR decision practices
depend on various factors such as human experi-
ence, knowledge, preference and judgment. These
factors cause inconsistence, inaccuracy, inequality
and unforeseen decisions. Consequently, in pro-
moting individual growth and development, this
situation can often make people sense injustice
and this can also influence the productivity of an
organization. In talent management, to identify
the existing talent for the right job is the topmost
challenge for HR professional (A TP Track Re-
search Report, 2005); and at present, most of the
determination processes use human experience
knowledge that is supported with evidence to
justify the potential talent.

The advancement of technology has proposed
some new approaches that can be used to solve
some decision making problems. Data mining
(DM) and also known as Knowledge Discovery
in Database (KDD) approach is a computer tech-
nology that can be used to handle some talent
management issues. DM is one of the Artificial

Intelligent (AI) technologies that have been
developed for exploration and analysis in large
quantities of data to discover meaningful patterns
and rules. In HRM, HR data can provide a plenty
ofresource for knowledge discovery and decision
supporttools. Therefore, the application using DM
approach has notattracted much attentionin HRM
field (Ranjan, 2008) compared to other fields such
asinmarketing, financial, manufacturing, medical
and many others. DM approach has several tasks
such as classification and prediction; concept
description; association; cluster analysis; outlier
analysis; trend and evaluation analysis; statistical
analysis and others. Over the years, data mining
has evolved various techniques to perform tasks
including database oriented techniques, statistic,
machine learning, pattern recognition, neural
network, rough set and etc. Classification and
prediction technique is among the popular task
in DM. For that reason, in this article we attempt
touse DM classification techniques for managing
talent tasks especially to identify existing talent by
predicting the performance using past experience
knowledge. Finally, this study aims to suggest the
framework for talent forecasting using selected
DM classification techniques.

This paper is organized by describing related
work on HR decision system that uses Artificial
Intelligent technology. Next, some issues in talent
management are discussed while reviewing HR
researches that use the DM approach. Then DM
classification techniques are discussed followed
by an explanation on how talent management tasks
use the DM approach in their problems solving
and suggests framework for talent forecasting
using DM classification techniques. Finally, the
paper ends with the concluding remarks and future
research directions are also identified.

HR DECISION APPLICATION

Nowadays, HR has been linked to improve pro-
ductivity, good customer service, greater profit-

487



12 more pages are available in the full version of this document, which may
be purchased using the "Add to Cart" button on the publisher's webpage:
www.igi-global.com/chapter/human-talent-forecasting-using-data/67172

Related Content

Using IT-Supported Knowledge Repositories for Succession Planning in SMEs: How to Deal with
Knowledge Loss?

Susanne Durstand Lena Aggestam (2017). Handbook of Research on Human Resources Strategies for the
New Millennial Workforce (pp. 393-406).
www.irma-international.org/chapter/using-it-supported-knowledge-repositories-for-succession-planning-in-smes/171754

Mentorship in Diversity Leadership in Higher Education: Empowering Emerging and Established
Leaders

Catherine L. Packer-Williamsand Kathy M. Evans (2013). Technology as a Tool for Diversity Leadership:
Implementation and Future Implications (pp. 243-254).
www.irma-international.org/chapter/mentorship-diversity-leadership-higher-education/74775

The Sign-Meaning Chain and its Implications for the Organization

José Sanchez-Alarcosand Elena Revilla (2009). Encyclopedia of Human Resources Information Systems:
Challenges in e-HRM (pp. 791-796).
www.irma-international.org/chapter/sign-meaning-chain-its-implications/13316

Promoting Digital Competences through Social Software: A Case Study at the Rovira i Virgili
University

Teresa Torres-Coronasand Maria Arantzazu Vidal-Blasco (2012). Human Resources Management:
Concepts, Methodologies, Tools, and Applications (pp. 408-429).
www.irma-international.org/chapter/promoting-digital-competences-through-social/67167

Google Unbound: Using Web 2.0 Tools to Develop High Literacy

Mark Mouck (2013). Technology as a Tool for Diversity Leadership: Implementation and Future
Implications (pp. 204-218).
www.irma-international.org/chapter/google-unbound-using-web-tools/74772



http://www.igi-global.com/chapter/human-talent-forecasting-using-data/67172
http://www.irma-international.org/chapter/using-it-supported-knowledge-repositories-for-succession-planning-in-smes/171754
http://www.irma-international.org/chapter/mentorship-diversity-leadership-higher-education/74775
http://www.irma-international.org/chapter/sign-meaning-chain-its-implications/13316
http://www.irma-international.org/chapter/promoting-digital-competences-through-social/67167
http://www.irma-international.org/chapter/google-unbound-using-web-tools/74772

