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ABSTRACT

The new age economy, with its attendant paradigifissim relation to the human capital, in terms its
acquisition, utilization, development, and retentibas placed a heavy demand on today’s HR profesisi. Today, HR's
role is not restricted to ‘policy formulation' gacilitative role' but it need to perform the rag'business partner' and take
the responsibility for organizational results. Rert HR is expected to identify potential talentlaiso comprehend,
conceptualize and implement relevant strategiesotdribute effectively to achieve organizationajeatives. A serious
concern of every HR manager in order to survive tiar for Talent’, is to fight against a limitedédiminishing pool of
qualified available candidates to replace valuagloyees when they leave, dramatically undersgatie difficulty to
attract, motivate and retain the best employeesnnorganization. The paper focuses on the impoetasfctalent

management and the challenges faced by the HRrattihg, developing, and retaining skilled workers
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INTRODUCTION

With increasing economic process and enormous dymties across the globe, the human resource masge
expected to identify potential talent and also coghpnd, conceptualize and implement relevant gfiegeto contribute
effectively to achieve organizational objectived.|@e, talented employees have become the gatetwagsccess of an
organization and are defining the destiny of a ess with their outstanding skills and talentsrdal terms, a human
resource manager has to fight against a limiteddamihishing pool of qualified available candidatesreplace valuable
employees when they leave, dramatically undersgdtie difficulty to attract, motivate and retairethest employees in

an organization.

In today's competitive and dynamic era, human nesomanagers are forced to develop employee citpil
and efficiently manage individuals and teams. Lieaders and business unit heads are expected o dmaingrained
conviction for building talent or developing taledtemployees. The cognition to successfully reemwit retain key talent
for present and future organizational needs, lsleman resource managers across the world to arregproach called
‘Talent Management', which is quite new in the &mdtontext. The aim of talent management is to ldpve sustainable
organization that focuses on its operational anateggic objectives and goals. Talent Managemeabdut recruiting the
right people with right skills and placing themarright position at the right time. It implies regnzing a person's inherent
skills, traits, personality and offering him a ntatg job. It starts with recruiters identifying potial talent and continues

throughout an employee's tenure in an organization.
IMPORTANCE OF TALENT MANAGEMENT

The importance of talent management is due tortbeased competition in the market place which setated
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the need for consistent good performance on thedfidrganizations. Globalization has also madectimepanies to put in
all efforts to hire and retain the best talenthia tespective field of operation, as the whole ditwds become a potential
place to find employment for any job seeker. One lagow the opportunities available in any parthef tvorld easily and
the number of talent seekers has also increasethefuthe knowledge era has necessitated theniregadf those talents

which have the ability to assimilate new technadsgand knowledge, which are growing at a pace rssan before.

Talent management is important for an organizatenit can save hundreds of thousands of dollaredryiting
one experienced & skilled employee instead of twammre inexperienced and unskilled employees. Alystoy the
American Society for Training and Development (ASTE3timated that US organizations had spent n&iy125 billion
on employee learning and development in 2009. Tdte kind of employee training, education and depetent at the
right time, definitely provides big payoffs for therganizations in increased loyalty, knowledge, doictivity, and
contribution. Further, the business unit headslemedleaders should embrace vulnerability, act asl@ models, reinforce

shared values, and build sustainable processesriployee support and development.

Talent management is equally important for an egg#oas they appreciate the opportunity to devidej skills
and knowledge without ever leaving the work. Witlstomization of on-the-job training, employees banefit from the

workplace norms, needs, and culture.
TALENT MANAGEMENT PROCESS

As quality people are no longer available in plemganizations have to focus on talent manageniketitey
wish to stay in the business tomorrow. They needeteelop a talent strategy which clearly focuseshenfuture needs of
the organization. The company's strategic plan Ishfmcus on sourcing the required employees froitable avenues;

affirm detailed job analysis; and implement behabiased interviews to choose the best candidates.
Recruiting Talent

Hiring skilled employees can happen only when diligleaders contribute to the organization's misdiy
distorting a language of talent that attracts higieality applicants who are willing to work forelcompany. Once the
candidates apply for a suitable post, structuredl @bjective interviews will be more effective fatentifying talented
employees, than planning adhoc face-to-face meetiygscreening resumes. This allows human resaunargagers to
spend less time on the total recruitment processrmaore time in knowing highly qualified candidat&ich pre-hire
assessments quickly root into a personalized ondiaand development plan. Lately, a few orgaizest have already
raised the bar on hiring and recruitment process,raany are trying to bring the right talent int@ tompany and retain it

by focusing more on strategic human resource ptgnand performance management.
Retaining Talent

Retaining the present employees is of the forenmogbrtance to the organizations because the compeauyd
have already incurred heavy costs in the form aihing and development. Now if the organization tms$ook for a
replacement for the employee who has left, it iagela lot of costs like - hiring costs, trainingstsoand the induction
costs. Also it takes some time for the new emplolgeadjust to the new work environment. Apart freausing the
company a monetary loss and breaks in their dadatoeperations, attrition contributes to knowletigasfer, which is a

great loss and adversely affects business.
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Retention of the talent is not purely dependentemuneration. Organization culture that includehitelogy,
processes, leadership, structure, and behavidesaofs and individuals play a vital role in influer@an employee to stay
committed to an organization. The top leaders Havensure that the mangers have the capabilitptstouctively lead
their teams, as the important relationship for agividual in a company is the relation with his iedmte manager.
The business leaders have to involve individuatsldgh performers in decision-making, and crossfiemal projects, in
their areas of responsibility. It is also equaltypiortant to allow employees to feel that they askimg a considerable
difference. The employee-environment fit has tddmked into on a regular basis, as circumstancespaople change,

and some re-positioning or adjustment may be nefatdabst results.
Developing and Rewarding Talent

Development, being an important part in talent nganaent, is about enabling individuals to meet kb#sr
personal and organizational needs. Each individualspetency profile has to be assessed based ohntheledge
(what employee know), skills (what employee knowwhim do), behaviour (what employee does) and dit(what
employee is willing to do). The competency assesssndills the gaps that exist between the desirad actual
performance, and between current abilities andiplestuture performance needs. Besides, the org#inizs should create
opportunities for employee development throughntraj, job rotation, job shadowing, teamwork, projewolvement,
and cross-functional exposure. The leaders shaddre that the training provided is directly linkiedthe strategic goals
of the organization. Employees should be encourageskt their own performance agreements thatieredn quality
standards, objectives to be met, the deadlinesttendeliverables to be produced; and should b ddountable for what
they deliver. Besides, employee feedback is higkdgential and it should be objective, ongoing, aadstructive.
Organizations should tap into what would make taléremployees feel rewarded, as it is not necégsavways about

upward mobility or money.

High performance individuals displaying charact@ssfavored by the company should be identifiednastors,
and this helps in transition of new employees thi® organization. If the first experiences of a remployee are good,
the likeliness of the individual to retain in theganization are also large. Further, innovationstddgnted employees
should be recognized, and should also be introdirtedprocesses, systems, and approaches in thaipagion in pursuit
of continuous improvement. Finally, talent manageitbat is based on transparency and respect wik ¢png way to

ensure that top talent is selected, accessed, eempdwetained, and rewarded in the organization.
CHALLENGES OF TALENT MANAGEMENT

Although the organizations are finding loads ofibess opportunities, there is a shortage of skiledkforce
that can be employed. Finding the best talentfiteathe job description, and also adjust to thgaoization’s values and
norms has become difficult due to varied reasortdh sas demographic constraints, and existing edwgatisystem.
Further, the best available talent is not just wadéd by the name and fame of the organizationy Haee a new set of
motivators like - challenging work, conducive waskvironment, and freedom from bureaucratic strectRetaining the
existing employees is also quite challenging asything professionals hop jobs, especially durireyftrst 4-5 years of
their work life. It is a fact that talented peopldd value to organizations, and it is also a faat humans are a restless
species who, unlike the immovable banyan tree, @astay rooted in one place. Work environment, ga@pveen
organizational values and goals, opaque policiesifmanagement, high work pressure, better job dppities, higher

posts, and overseas assignments are also majorséot rise in attrition rates.
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MANAGING THE TALENT

These are some of the measures that should be itstheaccount to hire and retain talent in the aigation, to
be efficient and competitive in this highly compigg world

Hire the Right People: Proper care must be taketewiring the people. Questions to be asked atstage are:
Whether the person has the requisite skills neéalethe job? Whether the person's values and goatsh with those of

organizations? In short, care must be taken thditright person to the right job.

Provide Learning Opportunities: Employees must tmviged with continuous learning opportunities o aff
work field through management development programnd distance learning programs. This will also fiertbe

organization in the form of highly talented workfer

Good Working Environment: It has to be acceptedhsy organizations that highly talented persons nib&e
own rules. They have to be provided with a demaxetd a stimulating work environment. The orgatiael rules must
be flexible enough to provide them with freedomctory out their part of task to their liking, amtpas the task is

achieved. Opportunities should also be providetiécemployees to achieve their personal goals.

Keep the Promises: Good talent cannot be motivaedake platitudes, half-truths and broken promises
Unfulfilled expectations can breed dissatisfactionong the employees and make them either leavergamization or
work below their productive level. Promises madeirdy the hiring stage must be kept to build loyadtsnong the

employees, so that they are satisfied and workeo fullest capability.

Recognition of Merit: It is highly motivating fom& person if his talent is recognized and is sljtabwarded.
One way is providing them with salary commensunatdh their performance. Promotions and incentivesdad on
performance are another way of doing it. Anothey wgaby providing them with challenging projectshid will achieve
two objectives - it makes employee feel that hepissidered important (a highly motivating factongagets the work done

in an efficient manner and brings out the beshaneémployee.

Shield from High Work Pressure: If an organizath@as to make the most of the available talent, gteuld be
provided with adequate time to relax. It is veryportant to provide them with holidays and all-exgestpaid trips, so that
they can come back refreshed to work and with amed energy. They must also be encouraged to ptirsineénterests
which are also a good way of reducing work envirentrstress. Recreation clubs, entertain programmsaétivities with

in the work area will also reduce the work lifeests of the employees and result in a good workivy@nment

CONCLUSIONS

Talent has become the driving seat in the curremtoé knowledge and technology. Talented employ#esno
longer available in abundance and business leddesrs to take proper care while recruiting and nétai talent in the
organization for being competitive and efficientthre global market. It is only the human capitadtthan provide an
organization the competitive edge because techgalag be easily transferred from one country tatzroand there is no
dearth for sources of cheap finance, but it istdiented workforce which is very hard to find. Agegy person has a
unique talent that suits a particular job profités the duty of human resource manager, to ptacelidates with prudence

and caution. Besides, a wrong fit will result imther hiring, re-training and other waste of resesr
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Organization need to have a vision and a well @efistrategy on hiring and retaining talented engdsy
The ability to create opportunities for real-tinalaboration, train and retrain employees accordinbusiness need, and
support the workforce with better analytics are amgnt for organizational success. Further, thainoous and ongoing
process of communicating and clarifying prioritigsy responsibilities, performance expectations| development plans
that optimize an individual's performance are hyghéeded. A succession plan, a regular audit ehtglool, an elevated
recruitment process, high-potential leaders andagears who can manage others early in a professeamakr, and an

ongoing performance management are required fanigtional success.
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