MANAGING TALENT FOR ORGANIZATIONAL EXCELLENCE 

INTRODUCTION: 

The word ‘talent’ originally described as an ancient unit of weight or money used for payment of goods and services. It has been derived from the Greek word – talenton, which means balance, sum or weight. A talent was known as a unit of weight, in gold and silver and was used as a legal tender. The word is used now to denote a special natural ability or aptitude and a capacity for achievement or success. 

WHY TALENT MANAGEMENT? 

A Company needs to grow its revenues, profits, cash flow and the like. This can only be achieved through talented, skilled, committed and competent people . 

Experts agree that critical talent is becoming increasingly scarce due to two looming trends: 

• The retirement of the baby boom generation 
• A growing skills gap, especially in technical areas 
A “Talent Crisis” is indeed upon us. To stay competitive into the next decade, organizations will need to be more proactive in nurturing and keeping the right talent. They can no longer rely on expensive recruiting to backfill positions. They have to turning to more holistic talent management strategies that save money, bring long-term benefits, and minimize exposure to risk. 
STEPS IN TALENT MANAGEMENT 

• Selectivity in Recruitment 

The challenge before the organizations is to assess what talent is in their organization and then look for the best ways to select, retain, assess , develop , tap and ensure optimum utilization of the vast pool of talent. The organizations are required to evaluate the quantitative and qualitative needs in conformity with the business requirement , make succession plans keeping in view the expected recruitment, superannuation and attrition. 

Reliance on the work force to achieve competitive success requires constantly choosing the right people for the right job. While selecting employees, the organizations need to see the attitude and value system and the candidate should feel that he or she is going to join an enlightened organization . They should be the people with positive mental attitude, have awareness and result oriented. Psychological tests like MBTI test “ designed to measure psychological preferences in how people perceive the world and make decisions” may be extensively used to study the candidate’s skills and aptitude before their selection., which would help in avoiding any kind of mismatch and loss to the organization in future. 

• Identifying existing talent 

The pool of talent existing in the organization must be identified.. Skills required in the organization need to be assessed. The gap between the talent available and the talent required must be evaluated Strategic action plan to fill up the gap needs to be taken and implemented. The talented people should be placed in the fast track of growth . A transparent rotation policy for such talents need to be made to develop skill and knowledge in variety of areas , which would help the organization to give them more responsibility and authority in future. The organization should ensure their career growth through promotion, reward, motivation and other competitive compensation benefits. Methodologies need to be found out to circumvent talent poaching in any form by other organizations , who would try to take away talents and a continuous vigil is to be kept to prevent employees from joining competitors Organizations should try their best to retain the competitive advantage of skills of their employees. All care should be taken to see that a conducive work culture as compared to the competitors in the industry is created. These measures would go a long way to retain the talents in the organization. 

• Learning Management 

It is a data base system which records all the details of any kind of education either imparted or to be imparted and used to plan, implement and assess a specific learning process. It has high potential to give business benefits in a challenging economy. Gradually it is being closely tied with core business activities. Large as well as small business organizations are using the system to provide, monitor and follow employees training. It is highly useful for organizations where compliance training is required as the system itself tracks learning activities for the organization. 

• Training and development 

Training aims at improving the performance of individuals and groups through training, education and development. It involves orientation session for new employees , helps in professional development and transferring or imparting knowledge, skill and attitude required to carry out a job. 

Development is a long term educational process utilizing an organized and systematic procedure not only for job performance but also for personality development and to have a larger picture of the organization. Since the employees get update with the latest skills and techniques they feel empowered, span of control becomes larger , help in lowering cost and better allocation of resources take place.Employees feel happy and satisfied because of exploring new ways of working , job enrichment and career growth and that they are able to perform better and in a more and more meaningful way. 

• Employee performance management 

Performance management refers to a term to describe a technology for managing both behaviour and results. It is about arranging the conditions of the work place for individual, group, unit, division, regional and Corporate process. It includes all activities to ensure that goals are consistently being met in an effective and efficient manner. It can focus on employee performance to that of the performance of a department or the organization as a whole. Monitoring individual performance, automatic SMART goal tracking and reporting, ensuring cross Company goal alignment and driving accountability at all levels are some of the important activities of the system. The three major steps in making the performance management effective are performance planning, coaching and performance review. In Performance planning goals are set and the employees are given instructions to be followed and plans are developed to achieve the objective. Coaching is aimed at feedback and development activities on day to day basis. Performance review is made to evaluate overall performance for the relevant planning period. It creates a work environment where employees perform to their best. 

• Leadership development 

Leadership development activities must also be undertaken in enhancing the quality of leadership within an individual or the organization. The objective of leadership development is to develop people so that they can consistently show higher levels of performance and build the employees’ value to the organization to function in the best possible way. Good leaders make an immediate impact on the environment, boosts morale, keeps the workforce motivated , guide the team effectively , limit employee turnover and increases productivity .They are visionary , good facilitators and keep the organization dynamic and moving . 

• Succession Planning 

Succession Planning is essential to prepare internal human capital to assume key positions that may fall vacant due to superannuation and other kind of unforeseen separations from the organization. It helps in filling up vacant positions in time , facilitates communication and knowledge management and enhances retention rates by establishing career ladder. The employees feel that they are being chosen for promotion and higher benefits , their commitment to the organization gets reinforced. 

• Career Development 

Researches and practical experience have shown that many professionals leave an organization if they find that career growth is not up to their expectation. Career development initiatives have been found to be key retention tools to retain the best talent in the organization. It acts as a strong motivator for an employee to feel satisfied and contribute best to the organization. “Establishing multiple career paths “ and building their talent for betterment of the organization help to a great extent to retain the skilled human capital. 

• Building a work culture to retain talent 

Information sharing, good management practices , empowering down the line , focusing more on teams and fairness in the decision making and trust are some of the parameters , those build the edifice of a strong work culture. Trust begets trust . Transparency in administration goes a long way to motivate and inspire the employees. There should not be any gap between performance and promise and between words and deeds. 

Employees, if trained, developed and motivated , will bring about sustainable improvements in productivity, in whose hand the future of economy lies. Goals are to be fixed for the employees, which are focused and specific, realistic and attainable, measurable when accomplished and can be compared over time. Employees want motivation – money, promotion , job satisfaction and recognition. 

Winners imagine the best and think about what they want. The excellent Managers create the future and do not lament over the past mistakes. They take up responsibility with a challenge. They are never complacent with the status-quo. They are not satisfied with mediocrity in sales, technical competence, knowledge, skill or ability. They imagine a perfect team with superior results , a happy work life and a promising future. It is said, “Excellence requires an unwavering commitment to be the best “. 

CONCLUSION: 

These are intensely challenging times for the human resources profession, which has undergone profound changes in recent years. At one time, the work was tactical, and HR dutifully kept track of all kinds of employee matters, from hiring and firing to benefit choices.Things are different today for HR professionals. Human resources still is required to be on top of employee data: How many people work here? How many did we fire? How many quit? What are they costing us? But HR also needs metrics that answer tougher questions: Why do people stay in organizations? What’s the best way to hire them? How can HR be more productive and strategic? If HR leaders can capture and use such information, they will be able to maximize the performance of their organization’s important asset— its people. 

So, where are we today in this “new” endeavour on managing talent? At a variety of stages, it would seem that we are at different stages , from slowly creating awareness to developing comprehensive programmes designed to meet the specific organization requirement. Research continues and organizations search for newer and newer approaches. It is only the agile and the innovator who can win the game that future unfolds.

