Ehvisioning
The Obvious!

Organizations that practice talent management proactively seem to
have understood that developing people is the means to the end of

long term cost

long term picture.

- BY DR. M.NANURADHA

alent management is usually

I referred to the process through
witich organizations optimize the

skills that their emplovees possess to
ensuere that the crganizational goals are
reached. "Talent” therefore is the means
for the end of profitmaking shich is
wsually the end objective of any
bBusiness, In today's knowledge
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anywhere between 40- B0 of their
revenues on people (or talent) as
salaries. Given this, the role of talent

management hecomes very crecial in
sustaining the competitive advantage
I'-::-r:lrzy'E:-l,l:sjl'u,'mi. Hewwewer, the process
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Litlent wngd aetoally implementing i, is
no mean feat

Some of the problems in the
conceptual understanding of talent
maagement from an academic stand
point, and, the practical challenges
faced by managers at the ground level
in implementing talent management
practices have heen mentioned beloas-

wing, However, several organizations fail to see this

Unravelling the concept of
"talent’

The Cambridge English Dictionary
defines talent as "a special ability that
allows the person who possesses it o
do something well,” However, an
arademic endeavour to summarize the
definition of talent s understond in the
fielel of Muman Hassoures, sapmests that
Bitdeant baas besen vnelerstond in feo wires.
talent as an object e as an inherent
¥ 0T Imastery of a skill that an
inekiviclual has, 18 is a charactenistic of o

person, The secomd wiay in which it is
understood is talent as a subject ie
referring to people, Literature that uses
the ‘subject’ definition of talent, &t imes
refers 1o the entire workforce, and in
some cases, it refers only to the high
potential employees. This lack of
consensus over the definition of talent
15 the frst and the most fundamenal
challenge for ralent management
[raclices,

When different organizations focus
on different sections of the emplovess,
the practices would also differ across
arganizations.  For example, il
organizations defined falent as “all
employees’, then talent management
efforts will be akin to Human Resource
Planning that involves gauging the
human resource needs of the
organization, and the strategic
recruitment, development, and
retention of all these resousces,
Howewer, If an organization defines
talent in terms of high porential
emplovees with capabilities to take on
leadership roles, then the process
overlaps with sugcession planning- the
term used for identifying and
developing now leaderss to replace older
ones. Though these terms can be used
interchangeably. or, can ba cc}nsidzrc!i[_

Challenge

Mo consamsus on definition
of talent

Maningg froem Cost
Orientaton o People
Crientation
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Damagraphy, Developmant;
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cotly,

Fogl
i be subsets of & @iher, this
confusion implies that there is ng
commaonality in the kind of talent
management practices followed across
orgamizations. Therefore, a commaon
platform for discussing the practice
almast becomes redundisn,

Differentiating between
Proactive and Reactive
Organizations

Though the concept of managing ralen
as @ strategic ol for making profits
has Been around since the Tare FR's,
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thit fall along a continuum, anging
from the ones using proactive talent
management strategies on the one end,
to those using reactive talent
management strategies on the other
end. For e.g. General Electric is knowmn
for its dedication to developing its
employees and falls on the extreme
end of prozetive talent management.
It pets reflected dm the fact that most
of their top management and the
business leaders in particular spend
ahoat opse thied of theie time on rll;'lliﬂ!.:
refited sctivities omn a yeardy basis, The
pertormance appridsal system too is
seen as i tool for personnel
development, rather than simply a tool
for evaluation of past behaviour,

In contrast, there have been
arguments that when leading
organizations such & Micmsaft did not
engage inprogressive methods of
performance management and people
developmment, it led o a decline in thein
revenuess, Similar examples like this
wioatld fall an the “resctive’ end ol the
continuuam of talent management
initiatives. Two clear differentiators can
b ddentified berween proactive and
reactive organizations, The first
differentiator is- Who owns the talent

L management initiatives- the business

| Business Implication

IB-ciefined scope af thetalent managemsnt
Drocess across arganzations

beession with cost saving in the short term at
the expense of pecpis development could lead 1o
grester cost incured in e long term.
Dieniising practicas that cater boindividual
developmental needs, yet are aligned to the
strategy of the entire organization tend to be

or the Himan Resourges deparment?
In proactive organizations, talent
management is lke the local dialect of
organizatomal members, and, implies
that evervone Trom top managers o
business leaders o human resource
FRAMEEETs 1||<':sk the I“"t’-““ﬂ"‘ |:|I’Iu||::|:'.l
maniagement, The -;,'-wrll,'rxhi:;: ol
developing tilent is not i mere practice
imposed by the HR department, it is
practiced a5 a central tool For
organizational development. The
second differentiator lies in the
organization’s belief about what runs
the organization- its main driver. When
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organizations evaluate every action in
terms of reducing cost, their driver is
costsgffigiency. When people are the
centfal frivers of any organization,
theywolild evaludte every action in
terma of perfonnel development.
Orpanizationsghar pracilce talent
management prodactvely seem to have
unrderstond that developing peapla is
the meEng ey e end al |uug ferm
el s:wiltg. However,  several
organigations fil w see this long werm
pigtTe

Implementing the Talent
Management Strategy

About b (cenury ago, mast of the
working fdpilation comprised of men
of working, age. Many communities
were oot allowed o be part of the
mainstream workforce hecanse of
social constraints ke colour, easte
[specifically in India), gender ec,
I ¥ the |.||‘|:|:|r|H1'H||||'.-' ol the
workforce is vastly diverse, More
women are working, gender §s no
longer limited to the male-female
dichotomy, social structures hawe
changed allowing for breaking down
of colour and caste barriers, more and
more people are opting to work even
past their retirement age. mostly




