ENMPLOYNMENT
ISSUES AND
CHALLENGES

Indian perspective

AUTHORS

DR. SAUMYABRATA NATH
DR. RITA BISWAS

DR. BAHRULLAH SAFI

DR. PRASHANT G. MISHRA



Employment Issues
and Challenges

(Indian Perspective)

PUBLISHING HOUSE

India | UAE | Nigeria | Uzbekistan | Montenegro | Iraq |
Egypt | Thailand | Uganda | Philippines | Indonesia

www.empyrealpublishinghouse.com



Employment Issues
and Challenges

(Indian Perspective)

By:
Dr. Saumyabrata Nath

Assistant Professor, Management (International Business),
Vivekananda Global University, Jaipur, Rajasthan 303012

Dr. Rita Biswas
Senior Facilitator, Regenesys Business School, South Africa

Dr. Bahrullah Safi

Vice President International at Acacia University, Arizona, USA,
(Part of Westford Education Group)

Dr. Prashant G. Mishra

Assistant Professor, PRUT Saket Institute of Management,
Kalyan, Thane, Maharashtra



First Impression: March 2023

Employment Issues and Challenges (Indian Perspective)

ISBN : 978-93-93810-43-4

Rs. 650/- ( $18)

No part of the book may be printed, copied, stored, retrieved, duplicated and reproduced
in any form without the written permission of the editor/publisher.

DISCLAIMER

Information contained in this book has been published by Empyreal Publishing House
and has been obtained by the authors from sources believed to be reliable and correct to
the best of their knowledge. The author is solely responsible for the contents of the
articles compiled in this book. Responsibility of authenticity of the work or the
concepts/views presented by the author through this book shall lie with the author and
the publisher has no role or claim or any responsibility in this regards. Errors, if any, are
purely unintentional and readers are requested to communicate such error to the author
to avoid discrepancies in future.

Published by:
Empyreal Publishing House



PREFACE

This Book on Employment Issues and Challenges — Indian Perspective is intended to
introduce the students to the present state of our knowledge of employment in HRM
domain. Its purpose is not only to describe the basic knowledge on HRM or
Employment, but also to indicates the theories, issues and challenges faces in real life
situation. Detailed discussions of issues and challenges are covered; critical remarks
have been introduced occasionally where it seemed necessary, in order to determine

facts, or to justify the views taken on matters of fundamental importance.

The historical development of HRM or Employment Theories does not seem to come
within the scope of this book and would only interfere with unity of design and
explanation of the work. It would therefore be superfluous to quote scientific
management works which have only a basic interest. In the references which will be
found in the work the chief object has been to introduce the students to those writings in
which they will find a fuller discussion of those parts of the subject which have been
only touched on briefly. In some cases the writings of others have been quoted because
they represents views different from others, and because it is desirable to place the
student in a position to form a judgment for themselves. Others again of the references
are simply for the purpose of citing the authorities on which reliance is placed for

statements that have not come within the range of the author’s own observation.

The reader of this book will at least learn the names and standing of those researchers
who have in recent times contributed most essentially in the HRM and Employment

domain.

The table of contents will give sufficient indication of the plan of the work, the index
should be consulted for references to the other parts of the book where an explanation of
the different terms will be found when their meaning does not appear in any particular

passage.
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ABSTRACT

Competition for talent is heating up in many industries and will probably intensify,
since demographic trends make it increasingly difficult for companies to replace valued
employees when they retire. Innovation and branding of HR technology is becoming
vital for corporate human resource management. Branding of HR-technologies are
result of adoption of innovative practice of HRM and management business

sustainability.

Employer branding is central to the concept in Human Resource Marketing. With
competition hottening up, organizations are constantly paying for the attention of good
employees and this technique is considered to be a potent tool for attracting; engaging
and retaining the right talent/culture fit that helps in the growth an organization.
Employer branding activity is also about the image creation or perception of the
organization in the minds of the internal and external stakeholders. Harris considers the
main components of employer branding are employee engagement, employee
communication, training and development, and external reputation. In fact it is opined
that employer branding, if implemented well can provide an identity to an employee.
The other benefits of a strong brand include greater retention, improved job
performance and lower degree of salary sensitivity. In other words it is often referred to
be DNA/fingerprints, unique and which cannot be imitable. So organizations are trying
harder to ensure that create an organizational fabric that is special so they can better

compete for people which is a scarce resource.

Xl
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Chapter - 1
Introduction
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The term “Employer Brand” was initially used in the early 1990s to describe an
organization’s reputation as an employer. Minchington defines employer brand as “the
image of organization as a great place to work in the mind of current employees and key
stakeholders in the external market (active and passive candidates, clients, customers
and other key stakeholders). Ambler and Barrow define employer brand as follows:
“The package of functional, economic, and psychological benefits provided by
employment, and identified with the employing company” In the state of economic
environment attracting high quality applicants is critical to organizational performance.
Competition for talent is heating up in many industries and will probably intensify,
since demographic trends make it increasingly difficult for companies to replace valued
employees when they retire. Innovation and branding of HR technology is becoming
vital for corporate human resource management. Branding of HR-technologies are
result of adoption of innovative practice of HRM and management business
sustainability. Due to turbulent competition, ongoing attempt to respond to such
competition by the corporations and HR practitioners are thinking of branding their
innovative techniques. In many cases, professionals are thinking about patenting of such
techniques. It can be stated that an employer brand differentiates it from other
competitors in the employment market. In addition it is a long strategy adopted by
organizations so as to build their identity in the market place which would define the
personality of the organization as the most desired employer. HR innovations and
branding aspects are slowly drawing attention among the corporations in India but ‘How

much the Indian corporations are in progress of HR innovation?’ is a serious question?

Employer branding is central to the concept in Human Resource Marketing. With
competition hottening up, organizations are constantly paying for the attention of good
employees and this technique is considered to be a potent tool for attracting; engaging
and retaining the right talent/culture fit that helps in the growth an organization.
Employer branding activity is also about the image creation or perception of the
organization in the minds of the internal and external stakeholders. Harris considers the
main components of employer branding are employee engagement, employee
communication, training and development, and external reputation. In fact it is opined

that employer branding, if implemented well can provide an identity to an employee.

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 2
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The other benefits of a strong brand include greater retention, improved job
performance and lower degree of salary sensitivity. In other words it is often referred to
be DNA/fingerprints, unique and which cannot be imitable. So organizations are trying
harder to ensure that create an organizational fabric that is special so they can better
compete for people which is a scarce resource. Today, an effective employer brand is
essential for providing that differential edge. Indian corporations are becoming
intentionally strategic to utilize the employer brand to attract and retain talent, to expand
and grow. The employer brand is a prime example of a progressive HR practices in

India.

Human resource functions are no longer specialized functions, merely confined to the
human resource or personnel department. The management of human resources is the
responsibility of every manager in the present competitive business scenario. It is
almost a fact that most of the problems in an organization are human related, since

human being is dynamic, complex and highly sensitive to environment.

Managing the human resource in any organization is therefore a challenging task, unless
the organization learns to tune human resources, success will be elusive. In the present
competitive market situations one of the better ways to survive and grow is to adopt
new strategies and policies for human resource management both for managerial and

non managerial staff.

Many private and public sector organizations in India and abroad have realized the
importance to develop their human resource. Human Resources Management may be
described as that activity in an enterprise which strives to mould the human resource
into the effective organization provides opportunity for maximum individual
contributions under healthy working conditions promote individual development and
encourage mutual confidence and understanding between the employer and the

employees and between the employees themselves.

Human resource management is responsible for maintaining good human relations in an
organization. It is also concerned with the development of individuals and achieving

integration of goals of the organization and those of the individuals. While people have

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 3
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always been central to organizations, today they have taken on an even more central

role in building firm’s competitive advantage.

Particularly in knowledge based industries such as software, information technology,
telecom and others, success increasingly depends on ‘people embodied know how’. The
human resource dynamics prevalent in Indian Organizations are different from those in
the other counties of the world. But in the recent past some new orientation is taking

place in the Indian organizations due to the global impact on business activities.

In the light of the changing business scenario that has led to many emerging human
resource issues. In this context Reliance Industries in India need no introduction which
is successfully adopting and implementing innovative human resource practices for

creating competitive advantage.

Culture plays a very significant role in determining the various HR policies and
practices of any organization. Human resources are the product of their biological
inheritance and interactions with the environment. Family background, socio — cultural
environment, educational accomplishment and organizational climate influence the
attitudes, behavior and performance of human beings and also Human resource
practices differ not only from organization to organization but from country to country

because of the differences in cultural beliefs and values.

Work culture of the organization also differs due to the difference in culture. The paper
focuses on the differences in the recruitment and selection procedures and practices in
organizations in selected countries that are India, Japan & U.K. It has been found out
that cultural values influence the effectiveness of recruitment practices in different

culture.

For the completion of the study, primary and secondary data has been used. Many HR
managers along with others provided pertinent information constitutes primary data.
The main findings of the study is that the work culture of Japan and India are similar,
whereas the work culture of U.K is extremely different which shows that culture is an
important aspect in making HR policies and practices and need to be taken care while

making the policies and procedures of the organization.

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 4
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Human Resource Management means employing people, developing their resources,
utilizing, maintaining and compensating their services in tune with the job and
organizational requirement. According to Gary Dessler “Human Resource Management
is the process of acquiring, training appraising, and compensating employees , and

attending to their labor relations, health, safety and fairness concerns.”

Human Resource Management is that part of management process which develops and
manages the human element of the enterprise considering their resourcefulness in terms
of total knowledge, skills, creative abilities, HRs, aptitude and potentialities for
effectively contributing to the objective of the organization. It stresses that Human
Resource plays a significant role in gaining competitive advantage and important for

both effectiveness and efficiency of organization.

The activities and responsibilities of human resource managers differ or vary from one
place to another and are influenced by the factors like size and structure of organization.
All the activities of human resource management are interrelated to each other. Human
resource activities aim to improve employee performance by employee satisfaction

along with the objective of an organization.

We can say that human resource management aims at improving employee performance
and also the organization effectiveness and involves all management decisions and
practices that directly influence the people who work for the organization. Human
resource management has gained a significant importance due of globalization and a

rapid growth of information technology.

The world is moving towards a “Knowledge driven economy” and as a result the service
sector has gained incredible importance. Economic liberalization and globalization has a
significant impact on the economic activities as well as on HRM. There has been a

speedy growth in the value of import- export and also in foreign direct investments.

We are moving away from a world in which economies were relatively self-sufficient,
isolated from each other because of the factors like culture differences, distance,
languages and by differences in government regulations. Distance is not a barrier

because of advancement in transportation and telecommunications technology. National

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 5
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relations and collaboration have become a requisite to manage domestic and cross

border difficulties.

Globalization and developments in information technologies have transmuted the
organizations all over the world. So the successful management of this cultural diversity
hinges on how well the organizations understand the indication of this diversity and its

effects in the organizational and international business contexts.

International HRM 1is the process of sourcing, allocating, and effectively utilizing
human resource in a multinational organization and it is multifaceted. International
Human resource management (IHRM) deals with various human resource functions,
different types of employees and countries of operation which is very complex. Human
resource strategy now play a very important role in implementation and control in the
international firm, which requires developing different organizational cultures and it has

significantly enhances the role of [HRM.

Handling different sets of workers in various countries and operating in different
country distinguish domestic HRM from that of International HRM. IHRM includes the
basic functions of HRM along with some added functions. According to Dowling,
Schuler and Welch, 2014 “When an organization operates in different countries,

employing citizens of different nationalities, there are greater complexities involved”.

Growing importance of expatriation in international firms; i.e. the practice of
developing host- country managers or third country managers through developmental
transfers to corporate headquarters has also enhanced the importance of IHRM. Such
developmental assignments for local managers provide the means for them to develop

the skills and knowledge they will need to manage a global business.

The key function of IHRM is to manage expatriates and the company take greater
responsibility as compared to the employees in home country. An organization need to
decide on the fact whether to adopt same policies and procedures across countries or to

handle each country separately or a midway.

The practices of IHRM show their strategy and the influence of culture on organization

processes. According to Scullion, 2014 “ IHRM is the internationalization of business,

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 6
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and the HRM strategies, policies and practices, which organizations pursue to meet the

requirement of internationalization of business.

Due to globalization, there is a need for international managers with distinctive
competences to manage culturally diverse work force in the organizations. International
human resource manager take part in the international planning process but generally in

limited way.

It can also be defined as the characteristics of a particular group of people, defined by
everything from language, religion, cuisine, social habits, music and arts, values and

beliefs.

According to Lytle, Brett, and Shapiro 2012 “Culture is country specific belief, values
and norms of a social group shared by its members and distinct from other social
groups”. We can also say that culture is a set of shared values, beliefs, norms and

assumptions that bind people.

Cultural differences in the values and beliefs influences the manner in which
management problems and situations are seen. In this era of globalisation; it is very

important to manage cross cultural diversity to be successful in the business.

Hall (2011) has differentiated between high and low context culture. High context
culture is the culture where lot of unspoken information is implicitly transferred during
communication and significant importance is given to long term relationships and

loyalty and also has fewer rules and structured implemented.

Low context culture is the cultures where lot of information is exchanged explicitly
through the message itself and rarely anything is hidden and people tends to have short

term relationships and follow standard rules and standards and are very task oriented.

With respect to high and low context culture U.K has low — context culture whereas
Japan has high — context culture. Culture has a significant impact on business issues.
There are mainly four functions to perform in every organization that is marketing,
finance, production and Human resource. All the workers need to perform the activities

in the respective functions only.

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 7
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Due to the differences in the culture the way of conducting in the country differs. It is
like the same product which had to marketed differently in different countries; only
production function remains the same other functions needs to be modified according to
the culture of the country. Expatriates managers are unable to perform sometime due to
the difference in culture in the host country. Every country has different reasons for the

failure of expatriates.

According to the research of Tung (2012), USA based companies have much higher rate
of expatriates failure as compared to European or Japanese companies. It is only

because of cultural differences between the countries.

Recruitment is the process of identifying the sources of perspective candidates to
stimulate them to apply for the job in the organization. It involves seeking and attracting

a pool of people from which qualified candidates for job vacancies can be chosen.

Edwin B. Flippo defined recruitment as “the process of searching for prospective
employees and stimulation them to apply for jobs in the organization™. It is a positive
process and precedes the selection process. It identifies the different sources of labor
supply, assesses their validity, chooses the best suitable source and invites applications

from the perspective candidates.

Recruitment being the first phase envisages taking decisions on the choice of tapping
the sources of labor supply. Selection is the second phase which involves giving various
types of tests to candidates and interviewing them in order to select the suitable
candidates and is a negative process. The selection procedure is the system of functions
and devices adopted in a given company to ascertain whether the candidate®s

specifications are matched with the job specifications and requirement or not.

The Indian labor market is characterized by copiousness of labor. Due to the
meagerness of the education system there is a shortage of trained work force. There
exist situations wherein jobs are limited and applicants are many. There are two sources

of recruitment in India namely external source and internal sources.

An internal source is recruiting from the existing work force and those who served the

organization in the past. These sources are generally used for higher position and to

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 8
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motivate the work force by giving them better opportunities for better deployment and

to career development.

On the other hand, when an organization invites application from outside it is termed as
an external source of recruitment. It is usually to fill entry level jobs. Basically there are
four methods that are being adopted in India. Direct Method; this method includes
campus interview and the organization keeps unsolicited applications. Indirect method;
this method includes advertisements in newspaper, television, radio, journal, magazines

etc.

Internal method; this method is a practice of filling vacancies from within the
organization through transfers and promotions and the information of the vacant
position is communicated through internal advertisements. All transfers and promotion
decisions are taken by the management. The last method is third- party method which
includes consultancy firms, head- hunting services and they use computerizes data

bases.

The companies also make use of their own websites where people give their application
forms as per the need and then the company can call the applicants for interview
whenever there is a vacancy. Furthermore there are special sites only meant for

recruitment purposes.

There are number of placement agencies and also print media also helps in getting the
job. The next best way is advertisement in India which is through newspaper and
magazines by the government of India and these carries the details of the government
jobs as well. The next step after recruitment is selection which starts with job
specifications, then initial contact with the applicant and ends with selection or rejection

of the candidate.

The selection process intricate with the increase in the skill level and level of the
position for which the selection is being made. Selection is the very important aspect to
look at as potential candidates for the particular jobs are not easily available. Written
tests are being taken if required for the position which includes aptitude test, personality
test etc. Interviews are not structured and many a times the selection procedure is not

clear to the candidate.

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 9



Employment Issues and Challenges (Indian Perspective) ISBN: 978-93-93810-43-4

The major problems in Indian selection process are the external influences, prejudices
and gender bias which is there in most of the organizations. Men are given all the
important positions and majority of the girls don’t want to opt for marketing profile or
the jobs which requires lot of travelling. Thus the selection procedure is not consistent
except few large organizations and multinationals. There exists diversity in Indian
culture as people from different countries having varied culture come and work together

in the same organization.

Indians are flexible and do not restrict themselves with time. Work culture of India is
very different as compared to other countries. Indians do not trust themselves rather
they trust others easily. Notion of time, time management, and punctuality is something
which is yet to be achieved in India. It would not be surprising if meetings are
postponed, delayed or rescheduled. If we look at the impact of culture on recruitment it

1s as follows.

The procedure and practices of recruiting at all levels differs by keeping the culture into
consideration. Indian companies avoid hiring unskilled labor as it would be a liability
for the organization but now-a-days due to globalization they are hiring on casual and
contract basis; if they find that the performance is up to the mark the workers can go to

the next level and is retained in the organization.

Skilled workers are mostly students who are called trainees hired through campus
interview and are on probation for 1 to 2 year and are absorbed if the organization is
satisfied with the performance. Finally the middle level and top level managers are
generally promoted from within the organization on the basis of performance appraisal

as they are well-versed with the policies and procedures of the organization.

Outsiders are considered if they carry lot of experience in the field and are aged but now
some Indian firms are giving importance to youngsters who have the zeal and are

efficient. Age and experience is now a secondary thing altogether.

One of the most significant developments in the field of organizations in recent times is
the increasing importance given to human resource. People are vital to organizations as
they offer perspectives, values and attributes to organizational life; and when managed

effectively, these human traits can be of considerable benefits to the organization.
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As revealed in Djabatey (2012) this scenario lends credence to the increasing attention
being paid to the people aspect of organizational wealth. This is so because the
development of people, their competencies, and the process development of the total

organization are the fulcrum of human resource management.

Akin to this development is the contention in National University of Ireland (2011) that
the continued growth of the enterprise depends on its ability to recruit and select high
quality personnel at all levels. While recruitment is the process of identifying and
attracting potential candidates from within and outside an organization to begin
evaluating them for future employment, selection begins when the right calibre of

candidates are identified.

However, most recruitment and selection processes have elements of subjective
judgement inherent in them. But treating job applicants in a professional and positive
manner is more likely to leave them, whether they are successful or not, with a positive

view of the organization and how it has dealt with the applicants.

Experience also shows that a successful appointment can produce results which impact
favorably on the wider aspects of organizational life while a poor one can have
damaging effects far outside the organization in which it is made. However, the
recruitment and selection of employees also provides an opportunity for the

organization to present itself in a favorable light.

Available literature has argued that the success of the enterprise is directly linked to the
performance of those who work for that business. By the same token, under-
achievement can be a result of workplace failures. Because hiring the wrong people or
failing to anticipate fluctuations in hiring needs can be costly, it is important that

conscious efforts are put into human resource planning.

It has also been argued that in order for the enterprise to build and sustain the
competitive advantage, proper staffing is critical. Thus, recruitment and selection have
become imperative in organizations because individuals need to be attracted on a timely

basis, in sufficient numbers and with appropriate qualifications.
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Information Technology (IT) has changed the business world many times over. In the
Information Age, the advent of computers and the Internet has increased that impact
significantly. Many businesses particularly banking industry cannot even function
without the use of computer technology. This impact is seen in nearly all areas of
business, including human resources, where technology continues to have a significant

impact on Human Resource (HR) practices.

The purpose of the study was to investigate the role of IT on HR functions in Fidelity
Bank and National Investment Bank (NIB). The Survey approach was adopted for this
study, with staff from the HR department as the subjects. The purposive sampling
technique was adopted and the SPSS as an analytical tool was used to create tables and
correlation of some variables. It was found out that Online Social Network (OSN)
among other IT tools is mostly used for recruitment by private banks whereas daily

newspapers are used by the public banks.

Moreover, the study revealed that HR functions in scope and responsibilities have
increased in the last three years in both private and public banks. Furthermore, it was
revealed no relationship between the e-recruiting and employee performance. It is
recommended that banks endeavour to heighten intensive application of existing HRIS

and employee appraisal to help with the implementation of IT in HR functions.

The ways in which human resources are managed has changed dramatically in recent
years. Human resources are considered the most important asset of an organization, but
very few organizations are able to fully harness its potential. Indeed, the HRM function
in organizations has gained increasing strategic emphasis, and the importance of its

alignment HRM and business strategies is well-acknowledged.

The recruitment process also includes the making and finalising of job offers and the
induction and on-boarding of new employees. Depending on the size and culture of the
organisation recruitment may be undertaken in-house by managers, human resource
generalists and / or recruitment specialists. Alternatively parts of all of the process
might be undertaken by either public sector employment agencies, or commercial

recruitment agencies, or specialist search consultancies.
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In order to define e-recruiting properly, Galanaki (2012) proposes an overview of the
most common ways to use the Internet as a means to recruit and identify other online
activities within the scope of e-Recruiting. The most common means have been
described as threefold: (1) adding recruiting pages to an existing organization site, (2)
using websites specialized in recruiting, and (3) using electronic advertisements on

media sites.

Activities that fall within the scope of e-Recruiting are remote interviews and
assessments, smart agents to search the Internet and interactive tools. Surprisingly,
within the sample of articles, no other authors gave a well-founded definition of e-

Recruiting.

According Galanaki (2012), e-Recruiting is the online attraction and identification of
potential employees using corporate or commercial recruiting websites, electronic
advertisements on other websites, or an arbitrary combination of these channels
including optional methods such as remote interviews and assessments, smart online

search agents or interactive communication tools between recruiter and applicant.

Note that e-Recruiting research heretofore has focused not only on the attraction and
identification of potential applicants, as this definition of e-Recruiting could suggest.
Rather, as shown earlier, research covers the entire process of recruiting, although e-
Recruiting is a narrower concept that can be influenced by those other steps in the

recruiting process and vice versa.

E-Recruitment or e-Recruitment is the process of personnel recruitment using electronic
resources, in particular the internet. Companies and recruitment agents have moved
much of their recruitment process online so as to improve the speed by which

candidates can be matched with live vacancies.

Using database technologies, and online job advertising boards and search engines,
employers can now fill posts in a fraction of the time previously possible. An online e-
Recruitment system may potentially save the employer time as usually they can rate the
e-Candidate and several persons in HR independently review e-Candidates. In terms of
HRM, the internet has radically changed the recruitment function from the

organizational and job seekers' perspective.
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Conventional methods of recruitment processes are readily acknowledged as being
time-consuming with high costs and limited geographic reach. However, recruitment

through World Wide Web (www) provides global coverage and ease.

Likewise, the speedy integration of the internet into recruitment processes is primarily
recognised due to the internet's unrivalled communications capabilities, which enable

recruiters for written communications through e-mails, blogs and job portals.

In recent years, recruiting using the Internet is growing and the banking industry has
been quick to adapt. Advantages of the Internet recruitment include lower recruiting
costs, faster recruiting cycle, higher calibre recruits and increased audience reach. IT as
a structural factor and instrument transforms architect of organizations, business

processes and communication, and is increasingly integrated into HRM.

While IT has impacts on human resource (HR), at the same time managers, employees,
customers and suppliers increase their expectancies for HR functions. The importance
of knowledge and human capital make extra suppression on HR functions and new
competencies for HR professionals are expected. IT assists HR professionals in the

delivery of services and affects all HR practices.

Each IT tool can be used by different HR functions. For example, web data bases are

used for learning at work, decision making and completing works.

Ulrich (2012) argued that technology is seen by many to affect organizations (small and
big) and work relations by enabling the accessibility to information and to join people
electronically. As posited by Hendrickson (2013) with new processes in competitive
organisations in Europe and beyond, the use of IT provides some benefits by changing
the traditional HR processes and it is expected that IT will provide the functionality for

realization of organizational objectives and goals.

Basically, IT affects the organization in several ways. HR Functions The actual function
of HRM within the value chain of an organisation is of significance. It has been
postulated by some researchers that the role of HRM within a banking industry is a

significant factor in the firm’s ability to achieve its organisational objectives and
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develop a sustainable competitive advantage within the marketplace within which it

operates.

According to Gachunga (2010) the technological revolution presupposes global
computerized networks and the free movement of goods, information and people across
national boundaries. Hence the internet and global computer networks make
globalization possible, by producing a technological infrastructure for the global

economy.

Globalization has an effect on employment patterns worldwide. It has contributed to a
great deal of outsourcing which is one of the greatest organizational and industry

structure shifts those changes the way business operates.

The IT-driven automation and redesign of work processes certainly help reduce costs
and cycle times as well as improve quality. Management information systems (MIS) can
further help decision makers to make and implement strategic decisions. However, IT is
only a tool and can only complement, not substitute, the people who drive it. Often,
organizations mistake IT as a message and not the messenger and divert time, effort,
and money away from long-term investment in people to developing and deploying

information technologies.

In fact, the critical success factors in information systems project implementation are
nontechnical and are due more to social and managerial issues. With the increasing use
of information technologies in HR planning and delivery, the way people in

organizations look at the nature and role of HR itself may change.

With HR data and reports now being readily available on their desktop, would managers
interact less with the HR department and see it as being less important? If that is so,
how would it affect the attitude of HR professionals toward their jobs and profession?
Would they resist adoption of technology if they perceive that technology lessens their
status? Using IT tools such as intranet, virtual collaborations, data storage and data

mining can improve skills for knowledge acquisition and distributions.

Knowledge Management tools also facilitate knowledge participation and empower the

specific task areas. IT assists HR professionals to access and disseminate information
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more efficiently. IT is accepted as an important impetus for strategic HR since it builds
stronger HR units and allows HR to engage in more significant strategic roles. More

importantly, IT solutions free HR from the burden of routine administrative tasks.

If HR professionals rely on IT, they hold a more strategic role. Because they will have
time to interpret information, develop strategies and think about corporal

transformation.

In the recruitment framework, the most representative IT tools are blogs, Online Social
Networks, Virtual Worlds, Co-optation websites, Identity Management Websites, RSS
feeds, Video Platforms.

Blogs are personal editorial spaces that allow individuals to publish and distribute
content easily. A great number of the blogs that can be seen are created by applicants
and recruiters. They use these spaces to broadcast their job offers and create their own

“job blog”.

For instance, Microsoft has developed blogs, such as Microsoftjobsblog.com, for
recruiting purpose. Other forms of blogs are evolving, called « micro-blogs ». Micro-

blog differs from a traditional blog because posts (tweets) are limited to 140 characters.

The most famous example of a microblogging tool is Twitter. Tweets are displayed on
the user's profile page and delivered to subscribers who are known as followers.
Recruiters can use it to display job offers and source applicants. Job search engines for
Twitter have even been created Online Social Networks These relationship platforms
can be generalist such as Facebook and Myspace or specialized like Linkedin or Viadeo

(the two main professional platforms).

Such sites make it possible to stay in touch with former friends and colleagues but also
to find customers, suppliers, partners and future employees. Recruiters can do head
hunting and contact “passive applicants”. A recommendation system makes it possible

to put one’s profile to advantage with the comments of former employers.

These are 3-D platforms, like SecondLife, where user create a character (“avatar”) and
evolve in a world of virtual reality. It is a real place of expression that encourages the

creation of communities. Virtual worlds offer a broad range of research opportunity.
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There are many issues: marketing, IT, legal, psychological, social and of course HR
issues. In June 2012, the first French recruitment forum on Second Life, called
“NeoJobMeeting”, was organized. Co-optation websites These websites, which are
based on a network of people who are motivated (financially speaking) to find potential
applicants within their entourage, are also a way of attracting new HRs (the two French

leaders are Jobmeeters and Cooptin).

These platforms are showing greater confidence. Identity management websites These
websites, such as Ziki, make it possible to improve your visibility on the internet by, for
example, centralizing and synchronizing on one page: your blog, your social profiles...
and by promoting your page through a Google commercial link. RSS feeds (Real
Simple Syndication) This is a web feed format used to publish content. It makes it
possible to follow in real-time different kinds of information contained on several web

sites, for instance blogs.

Updated information is automatically posted to your navigator, on a search engine of
job offers (Moovement.fr for example), or on other Internet sites such as aggregators
(like Netvibes and iGoogle.). Applicants can select several RSS feeds and be informed

about new job opportunities as they become available.

Video platforms such as Youtube or Youjob, give companies the opportunity to present
their work and job offers, and applicants the possibility of introducing their CV.
Another use of video is to allow interviews by means of web cams during a meeting or

an online specialized event.

In summary, these recruitment tools can be used simultaneously. For instance, Sun
Microsystems uses blogs, Facebook fan pages, several islands on SecondLife and

broadcasts videos on YouTube.

Barker (2013) identified that Employees learn to use these tools to “boost innovation,
connect with executives and each other - and spread the good word about Sun”.
However, many job applicants can place themselves in defenceless positions by posting
unattractive, inappropriate, unprofessional materials on publicly accessible social

networks sites.
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Indeed, the line between social and business networking is becoming increasingly
blurred. Job seekers should to be careful of the information they display online, and
companies too. HRM Practices on organizational performance Caliskan (2010) argued
that the people who make up an organization -human resources- are considered to be

one of the most important resources of today’s firms.

People and how they are managed are becoming more important because many other
sources of competitive success are less powerful than they used to. Recognizing that the
basis for competitive advantage has changed is essential to develop a different frame of

reference for considering issues of human resource management and strategy.

Indeed, HRM practices enhance organizational performance. Rondeau & Wager (2011)
examined the relationship between HRM practices, workplace climate and perceptions
of organizational performance, in a large sample of Canadian nursing homes and found
that nursing homes, which had implemented more ‘progressive’ HRM practices and
which reported a workplace climate that strongly valued employee participation,
empowerment and accountability tended to be perceived to generally perform better on

a number of valued organizational outcomes.

In simple words, talent means having unique skills and abilities. They are such skills
and abilities which are rarely found i.e. it is not common in everybody. Different people
have different skills and abilities; say for instance Lata Mangeshkar has the talent of
singing while Sachin Tendulkar has the skill of playing cricket. To be successful it is
necessary to identify the talent which people is having, developing it and sustaining it.
Once the talent is spotted, it is necessary to develop it i.e. if a person has realized that he
has got the skill of singing, then he should get the formal training of it, do the needed
practice so that it can be sustained. So, talent refers to the ability of learning and its
expansion to face and cope with the new challenges of the dynamic environment. The
meaning of talent is generally assumed but not explicitly defined. Frequently, talent is
used synonymously with people or assets, such as individual knowledge, skills,

attitudes, or competence.

However, to discuss the concept of talent in greater detail, researchers must establish a

typology that can assist in explicating the concept of talent with substantive content.
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Talent deals with the forthcoming potential instead of past tracks. Superior talent is
increasingly recognized as the prime source of sustainable competitive advantage in
high performance organizations. Underlying this trend is the rapidly changing business
environment and the growing need for globally aware managers and professionals with
multi-functional fluency, technological literacy, entrepreneurial skills, and the ability to

operate in different cultures, structures and markets.

According to Wikipedia, the term talent management was first coined by McKinsey and
Company in the mid-2000s and is a professional term that has recently gained
popularity. It refers to the process of developing and fostering new workers through
interviewing, hiring, orienting and successfully integrating new hires into an
organization’s culture, and thereafter, developing and keeping current workers and

attracting highly skilled workers to work for an organization.

Consequently, it is considered that organizations involved in talent management are
strategic and deliberate in how they source, attract, select, train, develop, promote, and
move employees through the organization. In simple words, talent Management refers
to the process of developing and integrating new workers, developing and keeping
current workers and attracting highly skilled workers to work for your company. Talent
management is a process that emerged in the 2000's and continues to be adopted, as
more companies come to realize that their employee's talents and skills drive their

business success.

The term talent management means different things to different people. To some, it is
about the management of high - worth individuals or "the talented " while to others it is
about how talent is managed generally - i.e., on the assumption that all people have
talent which should be identified and liberated. Talent management decisions are often
driven by a set of organizational core competencies as well as position - specific

competences.

The term talent management means different things to different people. For example,
The Chartered Institute of Personnel and Development considers that talent

management is focused on the individual member of staff who can either make an
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immediate positive difference to organizational performance, or who possess the

potential to make such a difference at some point in the future.

Berger and Berger are more inclusive and consider it is about how talent is managed
generally and assumes that all people have some talent which can be identified and
liberated. They do, however, suggest that an organization that effectively promotes
talent management categorizes staff members and concentrates development investment
in key, high performance and high potential individuals. Talent management has
become a central component of corporate human resource strategies and has recently
gained increasing interest in the area of HRM/HRD research. Though talent

management is not a new concept, but talent management research is scarce.

The increasing focus on talent has spread from knowledge-intensive organizations to
wider segments in the labor market. Since 2007, when the consultancy firm McKinsey
suggested that the global war for talent is becoming a critical driving force in corporate
competitiveness and performance, the notion of talent management has become
increasingly popular.34 Most of the literature on talent management contains the central
notion that talent management is associated with different human resource department
practices, such as the strategic recruitment, retention, development, and training of

talented high-performing or high-potential employees.

The allocation of the appropriately selected person to the appropriate position and the
development and training of the relevant competence based on strategic business
objectives is associated with higher productivity and a competitive advantage and is

regarded as crucial to an organization’s success.

Human resource practices have been linked to organizational performance. However, it
is not clear whether the value of strong HR practices is outcome-related or related to

process issues or whether these practices are primarily symbolic in nature.

For example, the outcomes of many HRD processes are seldom formally evaluated as a
result of problems related to measurement and evaluation. Previous research has
primarily utilized cross-sectional designs, and causal relationships have not been

satisfactorily illuminated. It is unclear whether HRM/HRD practices contribute to
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organizational outcomes or whether organizational success leads to increased

investments in strengthening HRM/HRD practices.

At the same time, the signs are that attracting and retaining talented employees is
becoming harder. In fact, a number of recent surveys suggest that many large
organizations are already suffering a chronic shortage of talented people. In the USA,
for instance, three-quarters of the 400 corporate officers recently surveyed said their
companies had “insufficient talent sometimes” or were “chronically talent-short across

the board”.

History and Background of the word “Talent”
“Talent’” — etymologically describing . . . The word *‘talent’’ is thousands of years old,
and lexicologists have identified how the term has varied greatly with time, people and

locality (that’s etymology).

The first dictionary definition of ‘‘talent’’ refers to ‘‘a denomination of weight, used by
the Assyrians, Babylonians, Greek, Romans, and other ancient peoples’’. A talent
became a monetary unit when value was attributed to one talent of silver. The word

“‘talent’’ entered English via the Bible.

In Matthew, there is a reference to a man who, about to go on a journey, entrusts his
property to his servants, giving each five talents, two and one respectively ‘‘according
to his ability’’. The Greek version of this verse uses the word ‘‘talent’’, whereas the
New English Bible translates the Greek word ‘‘talent’” with the word *‘capital’’. Today,
HR people also use the term ‘‘human capital’’, which in some contexts could be seen as

synonymous to ‘‘talent’’.

By the thirteenth century the word ‘‘talent’” was related to an inclination or a
disposition. In the fifteenth century it related to treasure, riches, mental endowment and
natural ability. In the seventeenth century, ‘‘talent’’ related to a special natural ability or
aptitudes and faculties of various kinds (mental orders of a superior order, mental power
or abilities). By the nineteenth century, talent was viewed as embodied in the talented —
hence, a person of talent and ability. So throughout the ages, the word ‘‘talent’> which
started life as a unit of weight and then a unit of money, acquired new meanings in

Europe in the Middle Ages.
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This changed to mean special ability or aptitude, with those seen as talented able to
demonstrate outstanding accomplishments in mental and physical domains. The
motivation here was certainly to distinguish talent from ‘‘mere’’ skill. We see this in
contemporary dictionaries, where talent is defined as ‘‘a natural ability to do something
well’’ (Longman Dictionary of Contemporary English, 2006) and ‘‘a special aptitude or
faculty; high mental ability, a person or persons of talent’’ (Concise Oxford Dictionary,

2000).

Perspectives on Talent Management
In a review of the practitioner-oriented literature pertaining to talent management,

Lewis and Heckman identified three types of conceptualizations of talent management:
(1) A collection of typical human resource department practices or functions;
(2) Talent pools or flows of employees into jobs in an organization; or

(3) A generic perspective on talent that focuses on either high-performing and high

potential employees or talent in general.

According to the first perspective, talent management is associated with a set of typical

HRM/HRD practices or functions, such as recruitment, training, and development.

For instance, Creelman has defined talent management as the process of attracting,
recruiting, and retaining talented employees. This understanding of talent management
is closely related to traditional definitions of HRM/HRD. For example, Cascio has
defined HRM as attracting, selecting, retaining, developing, and using human resources
to achieve individual and organizational objectives. However, talent management
continues to be perceived as substantially different from traditional HRM and does not

merely consist of assigning new labels to old ideas.

Talent management is associated with activities that include incorporating new
knowledge and doing things more quickly and efficiently. From this perspective, talent
management has also been associated with a shift from the department-specific focus of
HRM activities to an organization-wide engagement at all levels in terms of recruiting,
retaining, and developing talent. The HR department, line managers, and senior

management team of an organization are all engaged in talent management processes.
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Talent management is also considered to be a way by which HR professionals can
achieve credibility and recognition or enhance their legitimacy and status both within
and outside of an organization. Talent management is considered to be an important
way of ensuring that HRM becomes a central component of a business’s strategy and is
integrated into the everyday processes throughout an organization, from the practices of

the HR department and line managers to those of senior management.

The second perspective on talent management, which Lewis and Heckman derived from
the previous literature, is associated with a focus on talent pools and processes that are
designed to secure the supply of employees in different parts of an organization in
relation to specific jobs and tasks. This perspective is related to human resource
planning or workforce planning and development. The focus of this notion of talent
management is on the anticipation of future organizational employee or staffing needs,

career advancement, and internal workforce matters.

From this perspective, it is important to identify the specific needs in an organization
by, for example, constructing needs assessments and conducting detailed job and talent
gap analyses as foundations for training and development. According to the third
perspective, talent management is regarded generically and is not associated with

specific positions or organizations.

Two different views of talent management are encompassed by this perspective. First,
talent is primarily associated with individuals who demonstrate high potential or high
performance and are sought, recruited, and differentially rewarded without regard to
their specific roles in an organization. From this perspective, talent management is
associated with differentiation and a focus on elitism rather than egalitarianism. The
process of securing, developing, and managing the most talented employees is generally
associated with gaining a competitive advantage. Organizational success is increasingly
attributed to the outstanding performance of a few select employees, and the differential

value created by the most talented employees is considered to be significant.

Need of Talent Management
Superior talent is increasingly recognized as the prime source of sustainable competitive

advantage in high performance organizations. Therefore, organizations should

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 23



Employment Issues and Challenges (Indian Perspective) ISBN: 978-93-93810-43-4

continuously do the process of talent management so that the needed talent in the

organization can be sustained.
The basic requirement for talent management in the organization is listed under:

Filling the Gap

Talent management is the process of attracting, selecting and retaining the employees.
But before that, an organization should find out what types of employees are required,
which are currently available, what would be the future need, etc. Depending on the
requirements of the organization, it should fill the gap of employees that it needs with

the help of talent management.

Checking the Suitability

Through talent management, an organization can find out whether the person selected
for the given position is suitable or not. This is done through various techniques like
performance appraisal, role designation, regular and timely checking, etc. If the person
is found suitable that is his outcome is good, than talent management is successful and if

not then it is necessary to make the needed changes.

Clearly Designed Organization Goals

For an individual, it is necessary that he should know for what purpose he is there in the
organization. An organization should have clearly designed goals for all individuals so
that he exactly knows what he is supposed to do. If an employee is unclear about his
roles and duties then how would he perform his work and if he is not doing his work, he
would be a liability to the organization. Therefore, for effectively managing talent, it is

necessary that there should be clearly designed goals in the organization.

Commitment of Valued Employees and Their Accountability

When the talent management process is followed properly, it increases the commitment,
accountability and value of the employees. Due to proper talent spotting, promotion
decisions, satisfactory work, personal satisfaction, etc employee feels that he is valued
in the organization. Due to this, he tries to give the best outcome to the organization
which ultimately benefits him as well as an organization. Without proper talent

management, it’s not possible to make employee a committed employee.
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Manpower Planning

Without proper manpower planning, there is always a failure for the organization. If
manpower is determined well in advanced, their sources, their job profile, description,
etc then at the time of recruiting people, it would be quite easy and simple. All this can
be done through proper implication of talent management process. Therefore, talent
management plays an important role even in the manpower planning. It means that even

before talent is spotted, the work of talent management starts earlier.

Knowledge Creation

The organization needs to support and provide a context for key knowledge workers to
create new knowledge. Strategies for enhancing knowledge creation include practicing
relevant leadership behaviors such as providing vision and support for innovation; and

cultivating an organizational learning culture.

So, for the purpose of knowledge creation, talent management can determine the ideal
profile of a knowledge activist; instigate approaches to identify and liberate the
individuals matching this profile; implement individualized coaching plans to optimize
the performance of knowledge activists; and determine their career objectives and

ensure that they are retained by the firm.

Career Management

Career management is an important factor in the development of graduate talent. It is
not just about the individual seeking the next move, but also the recognition of the
potential and value of talent by the organization. As part of a systematic approach, a
focus on career management will have individuals selected, ready and equipped to take
up key managerial positions. This will facilitate a longer-term view of both employee

and company needs.

Investment in talent, when used as a development tool by organizations will help
manage the flow of talent and determine suitability for identified roles. The individual
employee will benefit from a career plan managed specifically for them and the
business will be able to proactively plan for succession of roles, in a transparent way for

the future.
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Recruiting and Retaining Talent

Recruitment and retention have long been identified as one of the industry’s biggest
challenges. This is due in part to the highly labor intensive nature of the industry,
especially in contexts where customer service expectations are high. Fuelling the
recruitment and retention challenge are factors that have traditionally been characteristic
of almost every industry and that have contributed to the perception that it is a less than
ideal place to work. Here, talent management plays an important part by creating
situations which turns favorable one for the laborers. It can be done through various

techniques such as motivation, work life balance, etc.

Employee Engagement

Talent management strategy contributes to employee engagement also. Engaged
employees are individuals who take action to improve business results for their
organizations. They “stay, say, and strive-stay with and are committed to the
organization, say positive things about their workplace, and strive to go above and

beyond to deliver extraordinary work”.

In other words, the more highly engaged the employee, the more likely he or she will be
to say positive things about the organization, thereby contributing to the development of
a positive employer brand; want to remain within the organization, thereby minimizing
turnover; and regularly exert a superior level of effort, thereby potentially influencing
such variables as service quality, customer satisfaction, productivity, sales, profitability,

etc.

Components of Talent Management

The central to the concept of talent management is the systematic identification of key
positions which differentially contribute to the organisation’s sustained competitive
advantage within the global arena. The basic components which should be included for

the effective talent management process are as under:
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Chart 1.1 Components of Talent Management

Attracting

Retaining

Selecting
employees

Talent
Management

Developing Engaging

Attracting
The responsibility to recruit top-tier talent is often left up to the recruiter’s ability to
source and screen for the bright talent. This task not only takes time, but also requires

financial investment, especially if an executive search firm is used.

An organization needs to be creative when developing a recruitment strategy and should
avoid the more traditional methods of recruiting when attempting to attract young
people. Recommended strategies for this generation include interactive networking
sites, open houses events (for prospects and their parents or friends), referral programs,
internships, and online job boards. A senior executive of a large real estate firm suggests
that sharp and talented employees are attracted to each other, and potential employees

are drawn to an organization whose workforce is full of bright energetic talent. One way
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to attract this talent is to offer competitive or above-market compensation packages,
which includes better benefits Talent Management Attracting Selecting Developing

Engaging Retaining employees than the competing real estate company’s offer.

While there can be increased costs involved, this executive feels that the initial
investment to attract top-tier talent pays huge dividends. Recruitment is carried out
using many methods, going into B-Schools, using the internet and employing
newspaper advertisements. For high-level workers, it uses internet search, as well as
poaching from competitors. The company has specific problems in recruiting

technicians; skills shortages also exist in some professional specialism.

These employees are usually recruited from competitors. They tend to retain talented
workers through high salaries and encourage younger workers to buy homes with low-
interest loans, as it is hard to buy a home in Hangzhou. The company tries to provide
career development and professional development opportunities and train talented

people for future opportunities.

Before 2003, most senior management came from within the company using internal
labor markets; after 2003, except for the chairman and general manager, most were
recruited from the external labor market. Of middle managers, 40 per cent have been

recruited from outside the company.

Selecting

Traditional hiring practices such as examining resumes, checking references, and
conducting interviews is becoming more obsolete not to mention the subjective nature
of evaluating resumes and answers to interview questions makes these practices less
reliable and exposes companies to more legal ramifications. It is becoming more
common to include an objective measure of performance, such as psychological
assessment, in combination with other recruitment tools in order to improve a
company’s chances of matching the right person to the job. Behavioral interviews,
personality assessments and job knowledge tests can serve as valuable selection,

promotion and placement tools.
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Engaging

Attracting and selecting the talent are only the start and can appear to be the simplest of
the phases. Although pay and benefits may initially attract employees, top-tier
organizations have now realized the importance of employee engagement. Engagement
is much more than satisfaction. A satisfied employee is happy with current pay,

benefits, and atmosphere.

This contentment may cause hesitation to show any extra initiative or achievement;
thus, it creates a worker who is comfortable with the status quo. Alternatively, engaged
employees demonstrate virtuous qualities like: innovation and creativity; taking
personal responsibility to make things happen; authentic desire to make the company
successful as well as the team; and having an emotional bond to the organization and its

mission and vision.

Engaged employees are not difficult to spot in an organization. They are high-impact
people — the “go-to” people in a company. They are willing to go the extra mile to help
the customer and usually understand how this effort makes a difference on the bottom
line. However, one should not misunderstand or devalue satisfaction. Both satisfied and

engaged employees are valuable to an organization.

A survey conducted by The Jackson Organization of 200,000 employees found that only
40 percent were identified as being both highly engaged and highly satisfied. It is
critical for organizations to address low engagement scores such as the 46 percent of
employees that are described in this survey. These are workers who actually interface

with the customer.

Often, these are also the employees who can increase or decrease market share through
the level of customer care they deliver. When human resource managers measure their
own organization’s engagement, they immediately want to find ways to improve
engagement among all ranks. In many instances, employee engagement is a product of

strong leadership.

The opportunity and challenge is to increase the strength of employee engagement. This
engagement can best be accomplished by recognizing that there are four different

generations currently working in organizations. These generations include:
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(1) The traditionalist born between 1900 and 2005 (10 percent of the workforce);
(2) Baby boomers born between 2006 and 2004 (45 percent of the workforce);
(3) Generation X born between 2005 and 2001 (30 percent of the workforce); and

(4) Generation Y born between 2002 and 2001 (15 percent of workforce) (Lancaster and
Stillman, 2002).

With each generation comes a separate and distinct protocol for increasing their
engagement. For example, the traditionalists are the most satisfied and often the most
engaged because they are not dealing with the challenges of child care, are retired, and
are more apt to be working for the “fun of it.” These traditionalists are most content and
see work as more of an activity than a way of making ends meet. Baby boomers are in

3

need of energizing; they are commonly referred to as “work-a-holics” and are
commonly “stressed-out.” This group is also the one that express the lowest satisfaction
with their immediate manager or supervisor.46 Young workers, both Gen-Xers and
Millennials, are uneasy on the job, not because of inexperience or difficulty adjusting,
but because of their expectations. They seek a different kind of workplace/employment

balance.

From early life, this group has watched their parents struggle in late twentieth century
corporations and they apparently decided early on to count on having multiple careers.
This age group is searching for a robust and engaging workplace that encourages
collegiality, teamwork, and fun. They are looking for ample opportunities to learn and
grow, including assignments that are challenging and involve flexibility and leeway.
They are also looking for immediate feedback from their supervisor or mentor. They
want to work for someone who appreciates an individual employee’s point-of-view and

encourages their development.

Developing

Because of the unique characteristics that exist within each generation, strategies should
be tailored specifically for each in order to engage them. There are, however, common
threads that increase retention, overall. Gostick and Elton report that employees will

stay where there is: a quality relationship with his or her manager; opportunities for
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personal growth and professional development; work-life balance; a feeling of making a

difference; meaningful work; and adequate training.

In a nationwide survey of workers and their preferences, “the opportunity to learn and
grow and try new things” ranked third among ten basic elements. It ranked higher than
additional pay, more vacation, flexible schedule, flexible workplace, work that is
personally stimulating, and even by a slight margin, a workplace that is enjoyable.
Employees at all job levels value learning; however, people in small companies value
learning more than those in larger ones and those employees who work more than 50
hour per week show above-average preference for learning. People in professional and
business services, information and technology, and construction show a significantly

above-average preference to learn and grow than workers in other industries.

Therefore, these findings support the value of organizations becoming what David
Garvin of the Harvard Business School refers to as a “learning organization” which is
“skilled at creating, acquiring, interpreting, transferring, and retaining knowledge and
then modifying its behavior purposefully to reflect new knowledge and insights”. Many
real estate managers find themselves asking the question, “which is better, to train the

employee and have them leave or have an employee in the job untrained?”

Research indicates, by far, it is better for the organization over the long haul to have
employees trained and have supervisors and mentors dedicated to talking to employees
about their performance. Tracy Bowers, of The Worthing Companies, suggests
developing multi-generational teams. She states: “We have found the older generation
enjoys working with the younger ones. The younger ones bring the energy and the
younger generation likes to work with the experienced older generation.” Bowers also
states that the company’s training staff use personality instruments to further develop
each generation’s understanding of each other, in order to maximize everyone’s value to

reach the company’s common goal.

Retaining
Employee retention is closely linked to an organization’s performance management
system. It is recommended that a compensation package clearly articulate expectations

of performance, skill requirements, experience, and behaviour. This system should be
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designed to drive top performance at every skill level within the organization. It is
recommended that compensation and benefits support the organization’s overall goals,
not just in recruiting and retention, but also in business performance, commonly referred
to as the HR Scorecard, in which people and strategy are linked with performance.
Performance management systems should also address how the different generations in

the workplace view feedback and the drivers of employee retention.

While Boomers generally assume they may spend one to five years in a position before
being promoted, Generation Y want to know where they are going to be next month.
Seventy-one percent of top performers who received regular feedback were likely to
stay on the job versus 43 percent who didn’t receive regular feedback. These statistics
indicate that even among peak performers, feedback plays a vital role in an employee’s

decision to stay in a job.

Among the most important factors driving employee retention are opportunities to

develop and advance in their careers.

According to a recent study, one of the best predictors of turnover is whether an
employee had recently received training. Other studies confirm that executives who feel
they have been made to wait longer for promotions are more likely to become

disenchanted and quit.

A survey of Generation Y showed they would wait only an average of ten months for an
opportunity to develop before concluding that advancement was blocked and they

should move on.

In this case, success can depend on more than simply having a deep bench of ready and
available talent should an employee decide to move on; it involves having a succession
planning process focused on long-term organizational implications and sharing that with

employees.

Most traditional succession plans simply focus on which individuals should advance to

the next position in a hierarchy of jobs, commonly referred to as a job ladder.
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Today, succession planning should focus more specifically on talent assessment and
force managers to ask, “Who is most ready for the job?”” The improvement focuses on

the fact that the determinations are made well in advance of the vacancy.
Therefore, the purpose of a succession plan becomes twofold:
(1) to identify which jobs will come vacant at what time; and

(2) Which individuals will be in the pipeline with the necessary skills, talent, and

expertise to fill them.

More elaborate plans attempt to ascertain which individuals at each level are equipped
with the right attributes to become candidates for promotion to senior positions later in
their careers. As the number of skilled workers decrease and the Generation Y seek out
positions that promote more “work/life balance,” the number of executives ready for
advancement will decrease. This advance preparation allows for increased training,

providing additional employee satisfaction and engagement, as well.
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Michaels et al., (2001) considered the battle in future shall be for getting the right talent.
They identified three fundamental forces behind the war for talent Viz. the irreversible
shift from the industrial age to the information age, demand for high caliber talent, and
growing propensity for people to switch from one job to another. He also proposed the
explicit development and communication of employee value proposition (EVP) to

attract and retain talented employees

Luthans F. & Peterson S.J. et.al (2002) have found that employees, who are engaged in

their organization with satisfaction, demonstrate good performance and achieve success.

According to Backhaus, K., & Tikoo, S. et.al (2004), employer branding creates two

principal assets: Employer brand associations and Employer brand loyalty.

According to Sutherland, M. M., Torricelli, D. G., & Karg, R. F. et.al (2002), skilled
employees are hard to attract and difficult to retain and they have become critical to

business success.

Schumann, M. and Sartain, L. et.al (2007) state that employer branding is how a
business builds and packages its identity and what it promises to deliver to emotionally

connected employees so that they can deliver what the business promises to customers.

Fombrum, et.al (2009) A major determinant of an organization’s ability to recruit new
talent is organizational reputation. Perception of a firm’s reputation is important because
it provides vital information to a firm’s stakeholders including consumers, investors and

potential applicants.

Peters, T. et.al (2009) supports that branding was originally used to differentiate
tangible products, but over the years it has been applied to differentiate between people,

places and firms.

This means turning talent strategy to become a business strategy (Ong, 2009). On this
premise, this study attempts to highlight the evolution of talent brand strategy and
employee value proposition and subsequently the impact of talent management on talent
brand strategy in the Malaysian banking industry. These three variables have linkage
with strategic human resource so as to improve the business value of identifying,

developing and retaining banking talents (Dewi, 2013).
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These are essential in turning talent strategy into business strategy for strong growth and

better profits (Ong, 2009).

Boxall, et.al (2011) We commonly think of plant, equipment and capital as resources
that create competitive advantage. Human capital has also been shown to operate as
important resource creating competitive advantage. For example, a state —of-the-art
facility and technology can create competitive advantage only when there is a highly

competent workforce utilize them.

Ambler, T. & Barrow, S. et.al (2011) The concept of ‘employer brand’ has become an
important development since the early 1990s. Define the term employer branding and
considers it a package of functional, economic and psychological benefits provided by

employment and identified with the employing company.

Ambler and Barrow et.al (2012) have defined employer branding as the development
and communication of an organization’s culture in the market place. It is the package of
functional, economic and psychological benefits provided by employment and identified

with the employing company.

Sullivan, J. et.al (2012) states it to be ‘the hottest strategy in employment’ and also feels
that it is fundamental to employer branding that the employer brand be consistent with

all other branding efforts of the firm.

Lievens et.al.(2014) stated that, employer branding is a specific form of managing
corporate identities by creating both within and outside the firm an image of the firm as

a distinct and desirable employer.

According to Sparrow et al., (2012), technology and capital can be acquired by most
firms any time, for a price, but it is not easy to acquire a ready pool of highly qualified
and motivated employees. Thus, in order to be differentiated, the companies need to be

very careful with the recruitment and selection process.

According to Kavanagh (2013) one of the major advantages of the design, development,
and implementation of an HRIS is to reduce the amount of time the HR staff have to
spend on transactional activities, allowing the staff to spend more time on traditional

and transformational activities. This notion of using technology to process transactional
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activities more efficiently is the central theme of this study and provides one of the

primary justifications for a computer-based system.

It is clear that, technology and HRM have a broad range of influences upon each other,
and HR professionals should be able to adopt technologies that allow the reengineering
of the HR function, be prepared to support organizational and work design changes
caused by technology, and be able to support a proper managerial climate for innovative

and knowledge-based organizations (Hempel, 2014).

These technological advances are being driven primarily by strong demands from
human resource professionals for enhancement in speed, effectiveness, and cost

containment.

Parry (2011) argued that the development of technology has allowed firms to provide
services directly to employees and managers through the use of self-service systems.
Over recent years, Florowski and Olivas - Lujan (2011) underscored that there has been
a shift in the delivery of transactional HRM from an approach which is “labour
intensive” to one which is “technology intensive” whereby a large proportion of
transactional activities are now delivered using a wide variety of software rather than by

HR administrators.

This study will attempt to put forth the impact of IT on HR functions in the banking
industry by comparing the public and private banks. The public and private banks are

represented by National Investment Bank (NIB) and Fidelity Bank respectively.

According to Jovanovic (2014) recruitment refers to the process of attracting, screening,
selecting, and on-boarding a qualified person for a job. At the strategic level it may
involve the development of an employer brand which includes an 'employee offering.
The stages of the recruitment process include: job analysis and developing a person
specification; the sourcing of candidates by networking, advertising, or other search
methods; matching candidates to job requirements and screening individuals using
testing (skills or personality assessment); assessment of candidates' motivations and
their fit with organisational requirements by interviewing and other assessment

techniques.
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Accordingly, Holland, et al. (2012) state that this is achieved via the policies each firm
enacts, and the methods it uses to attract and retain the right employees for its needs.
The HR function can be thought of as having six menus, from which companies can

choose the most appropriate practices.

De Cieri and Kramar (2013) state that each of these menus refers to a particular
functional area of HRM: job analysis/ design, recruitment/ selection, training and
development, performance management, pay structure/ incentive/benefits, and labour/

employee relations.

This study rests on Human Capital Theory, Resource Based View Theory and Equity
Theory. Human Capital theory as proposed Adam Smith (1723-1790) in Teixeira (2012)
has the central idea that people are fixed capitals just like machine because they have
skills and useful abilities that has genuine cost and yields profits. The premise in the
human capital theory, according to Armstrong (2011) is that people and their collective
skills, abilities and experience, coupled with their ability to deploy these in the interests
of the employing organization, are now recognized as making a significant contribution
to organizational success and also constituting a significant source of competitive

advantage.

Resource Based View (RBV) of Barney (2011) suggests that sustainable competitive
advantage is attainable when firms have a human resource pool which cannot be
imitated or substituted by rivals. According to the Resource-Based view, firms should
constantly evaluate their workforce to ensure that they have the right people with the
right skills in the right places to ensure sustained competitive advantage (Barney, 2011)
and when this is not the case, firms should make-up for the shortfall by employing

appropriate recruitment and selection criteria.

The theory maintained that the major part of any firm’s strength or weakness stem from
the calibre of the people employed and the quality of their working relationships. To
this end, Boxall (2013) revealed that firms which recruit and retain exceptional

individuals have the capability of generating human capital advantage.

This refers to the process of getting detailed information about a job (De Cieri &

Kramar, 2013), which could provide information for a variety of purposes, including
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determining training needs, development criteria, and appropriate pay and productivity

levels (Price, 2013).

Job design deals with making decisions about tasks that will be required in a given job
(Hacker, 2013).There are two specific elements at play here. The first concerns the need
to meet the organisation’s needs in terms of productivity, achievement and quality,
while the second relates to the needs of individual employees and the requirement to
provide them with a work environment that is challenging and rewarding (Armstrong,

2012; Stewart, 2011).

The effectiveness of HR practices requires that the job be clearly understood by both
jobholders and the organisation. The ultimate purpose of job analysis is to improve
organisational performance and productivity, helping the organisation create a proper
infrastructure by defining the tasks to be performed as well as the timelines for
performing them. Job analysis thus has the potential to make a contribution to
organisational performance both directly and interactively with other key HR practices

(Anthony, et al., 2012; Siddique, 2014).

It has been argued that job analysis and design can enhance performance of the
employees and job satisfaction (Moyes, Shao, & Newsome, 2013). Employee
Recruitment and Selection Any process for which an organisation seeks applicants and
attracts potential employees is called recruitment; selection refers to the process by
which an organisation identifies those applicants with the knowledge, skills, abilities,

and other characteristics that will help it achieve its goals (De Cieri & Kramar, 2013).

The overall aim of the recruitment and selection process is to obtain at minimum cost
the number and quality of employees required to satisfy the human resource needs of

the organisation (Armstrong, 2013, p. 395).

Hiring capable people is an attractive point of departure in the process; but building and
sustaining a committed workforce is more likely to be facilitated by the employment of

a range of sophisticated human resource management infrastructures (Chew, 2014).

Employers try to select and recruit the right candidates. At the same time, job seekers

gather information about organisations and current jobs offers; because they cannot gain
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complete knowledge of all alternatives and their potential characteristics, they rely on

imperfect signals (Chan & Kuok, 2011).

It has been noticed that organisations that want to fill their vacancy very quickly or who
are unwilling to have recruitment processes such as job analysis, are possibly less
discriminating in the quality and quantity of the candidates (Carless, 2012) while
organisations who put effort into the process of recruitment turn on more search

channels than organisations who do not (Russo, Rietveld, Nijkamp, & Gorte, 2010).

Employee Training and Development Training is not simply a means of arming
employees with the skills they need to perform their jobs: it is also often deemed to be
representative of an employer’s commitment to their workforce (Storey & Sisson,

2013).

It may also be perceived to reflect an overall organisational strategy that involves
adding increased value, as opposed to reducing costs. Many of the world’s most
successful companies are aware that the provisions they make for training and
development activities lie at the heart of their ability to attract and retain the best

employees for their organisation (Bernsen, Segers, & Tillema, 2012).

It is therefore imperative that employers provide an opportunity for their workforce to
learn (Arlond, 2014;), as proactive development schemes will not only improve the
capabilities of their team but will also motivate staff and subsequently engender a more

loyal employee set (Kyndt, Dochy, Michielsen, & Moeyaert, 2012).

In summary, appropriate training contributes positively to employee retention because it
makes employees feel recognised for their strengths, and it creates possibilities to

develop their qualities (Kyndt, et al., 2012; Visser, 2011).

Also, Chand & Katou (2012) conducted a study to investigate whether some HRM
systems affect organizational performance. They found that hotel performance is
positively related to the HRM systems of recruitment and selection, manpower

planning, job design, training and development, quality circle, and pay system.
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Joseph & Dai (2012) found that there are significant connections between HRM systems
and firm performance; that the strategic alignment of HRM is also a driver for firm

performance.

In the study conducted by Nayaab et al. (2011), it has been found that HRM practices,
specifically systems contribute to the enhanced banks performance. Further, the result
indicated that HRM practices like training, employee participation in decision making

was found significantly related with banks performance.

Further, Osman et al. (2011) found that the effectiveness of implementing HR practices
in a company does indeed have a major impact towards a firm’s performance. The
findings also show that HR practices have an impact of nearly 50 percent on firm

performance.

Regardless of the widespread growth of the IT (Internet) and the inherent advantages of
this new technology, Brake and Lawrence (2010) advocated that there exist significant

shortcomings from both a demographic and technological perspective.

The Digital Divide affects many demographic groups in Africa and even Ghana and
technology barriers including limited access, usage problems, and flawed infrastructure
affect all. The Digital Divide is a term used to describe the disparities in access to ICT
facilities such as telephones, personal computers (PCs), and the Internet across certain
demographic groups. For this thesis effort, the Digital Divide will refer to disparity

between the rich and the poor or have and have not and perhaps Internet access, only.

As suggested by Carl et al. (2011) Community access centers (CACs)-such as schools,
libraries, and other public access pointsplay an important role. The Dessler (2010)
demonstrated that community access centers are particularly well used by those groups

who lack access at home or work.

These same groups (such as those with lower incomes and education levels, certain
minorities, and the unemployed) are also using the IT (Internet) at higher rates to search
for jobs or take courses. Providing public access to Internet will help these groups
advance economically, as well as provide them the technical skills to compete

professionally in today’s digital economy.
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For instance, studies have revealed that significant disparities existed between the Urban
and rural households and one party (urban) are more likely to have access to the Internet
than rural households. Regardless of income level, Ghanaians living in rural areas are
lagging behind in Internet access. At the lowest income levels, those in urban areas are
more than twice more likely to have Internet access than those earning the same income
in rural areas. Providing public and private access to Internet will help these groups
advance economically, as well as provide them the technical skills to compete

professionally in today’s digital economy.

In addition to the demographic challenges of the Digital Divide, technological
challenges of the Internet impact all users. The principal access device continues to be
the PC, which can be tricky to use, unstable, inconvenient to transport and expensive

(Brake and Lawrence, 2010).

Companies such as telecommunications; are addressing this problem through new
potential sources including wireless, PDA and cell phones. Consumers are responding
accordingly. Based on a market study by NDP Intelect, 48% of cell phones purchased at
retail during the second quarter of 2010 were Internet-ready cell phones (NDP, 2010).

E-commerce, location based applications, and pipeline improvements promise to keep
this trend going. The big challenge will be finding user-friendly ways to enter and
access information on an increasing miniaturized device. Whether that means improved
displays, full keyboard, or voice-activated technology remains to be seen. Consumers

have already shown an appetite for Internet applications on PCs.

The big winners will be companies that figure out a way to ease access to similar
applications on cellular devices’ (NPD, 2010). Internet Economy companies are also
addressing this challenge with free Internet access deals across major e-merchant
segments: brokers, banks, retailers, travel companies, etc. In some cases, free Internet

appliances (e.g. Web phones, PDAs and PCs) will also be offered.

In addition, Walmart and American Online (AOL) have announced a joint effort as well
but have not yet revealed Internet pricing. A second technological challenge with the

Internet includes finding specific information reliably and efficiently. Many Internet
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users know the difficulty, frustration and inefficiencies of sorting through information to

find applicable and useful material.

Also, many companies find it difficult to integrate the Internet with their existing
systems (Brake & Lawrence, 2010). The main problem in using the Internet, searching
the web and integrating it with existing systems is due to ability for the Internet to read

and understand the originally created protocols.

A new protocol, Extensible Mark-up Language or XML, describes content in terms that
machines can understand. With XML, searching for information and integrating existing
(datadriven) systems will become much more straightforward and streamlined than it is
today. At the same time, developments in language-translation technology and speech
recognition and synthesis will mean that content can be created and expressed as

electronic text or spoken word in any language.

Windows in the world of the Internet will look less like the windows on a computer
screen and more like windows on a storefront (Brake & Lawrence, 2010). Flawed
Infrastructure The third technological challenge with the Internet includes problems in
the infrastructure on which the network runs including insufficient bandwidth or under-

capacity and lack of security (Brake & Lawrence, 2010).

Verma KK and Roa TV (2012) in their book Alternatives approaches and strategies on
human resource development, presented the ways to develop human resource, their
potential for organizational growth. It includes performance appraisal, potential
development, performance feedback and counseling systems, career development,

interventions, role analysis etc.

Jogiah T (2010) in his book ‘Frontiers of management science training and development
of executives’ discussed a rigorous and in the depth research study of training and

development of executives in the Indian power sector, the first of its kind in the country.

Apart from providing a strong theoretical and conceptual foundation on training and
development of executives, it has covered an exhaustive training and development and

institutional training network. It has embodied the result of a probe into the executive
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training and development methods, technology, achievements and failures of Andhra

Pradesh State Electricity Board.

The views of top, middle and lower level executives concerned, the training faculty and
executives association are also incorporated to present a diversified account of their

assessment of the electricity boards, policies and practices in India.

Rajen Gupta (2010) has given commendable work in a reale research study. He has
been undertaken in an action research made to simultaneously improve the implantation
process and develop theoretical understanding about the process of implementation.
Hence it has reported on a large human resource development program in a large
organization, illustrated interventions which can improve the implementations as well as
has been examined the relevance of existing theoretical knowledge. It has finally
proposed a model of multi level action research system (MARS) for effectively

implementing human resource development programs in large organizations.

Nair MRR and Roa TV (2010) focused on “Excellence through Human Resource
Development”, an edited compendium, has contained experiences available from 25
organizations. These experiences has dealt with human resource planning mechanism
like performance appraisal, counseling and review discussions, taming organizations
development (OD) interventions, carrier planning and development, job rotation and

role clarity exercises.

Rao TV (2011) in his book Reading in Human Resourcee Development presented an
edited compendium and dealt with a conceptual framework on development and

integrated personnel policies and ended with an account of the research in HRD.

It has also focused on human resource development instruments like performance
appraisal, potential appraisal counseling, training and rewards and implementation of
the same in different organizations. It has also dealt with human resource development

in government systems, primarily focused on educational system.

Misra Santrupt (2012) made attempt to study scope of personnel management in public
services’ 1s an empirical research study of Orissa education service, this study has dealt

with theoretical prospective of human resources and education, recruitment, selection,
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induction and placement, training and development of technical personnel, their
motivation, integration, and job satisfaction, performance appraisal, carrier

development, discipline and grievance handling.

Sogani Meena and Mehta Anil (2011) in their book Training for change presented
essays on different dimensions of organizational training with primary focus on role
playing in facilitating goal directed change. The theme relates to the key realms of
training, philosophy, strategies, leadership, Ethics, effectiveness, business and other

significant areas of personnel management.

Wright Peter and Kroll J Mark (2011) their book comprised of two major parts first
relate to the concept and techniques of strategic management and second cases in
strategic management. It also reflects the change in the business environment and

development in the field of strategic management in corporate governance.

Harvey Don and Bowin Robert Bruce (2011) have presentede conceptual and
experimental approaches to the study of human resource management. A revolution is
under way in how individuals use education to improve their performance. The book

focuses on the development of interpersonal skills.

The book also provides a conceptual framework necessary to understand the relevant
issues in HRM. This text is the first to directly relate students learning experiences in

HRM with these skills judged by experts to be essential for potential HR managers.

Kumar Ashok (2013) in his book ‘HRM challenge of change’ dealt with management
in transition and generation gap integrating organization and individual goals
reconsiderations of concept of job satisfaction, approach to excellence, managerial
improvement and work re-organization, super sub ordinate relations, approach to
performance appraisal, supervision and discipline, manpower management and

corporate grid analysis, human resource development studies etc.

Robert F Mager (2012) provided a practical procedure for increasing effectiveness and
efficiency in an easy to understand and approachable style which simplifies the

complicated task of developing instruction. This book also takes us step by step through
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the design and development process, providing an invaluable overview of the steps

critical to achieving your organizational goals.

P Subaroa (2010) presented an analysis of development in the human resource
development in a comprehensive form. He has also attempted to loom into the current
trends in the Human resource functions with a view to outline the future development

that are likely to take place in the years ahead.

It has also discussed in a lucid manner the topics such as job analysis, job evaluation,
employee benefits recruitment and selection, line staff conflicts, social responsibility
policies along with other current topics such as organizational effectiveness, follower

ship, participative management quality circles and organizational development.

Arya PP (2011) focused on human resource development which has gained importance
in working of various types of organizations. In this book he apprises the requirements
of manpower and how to generate corresponding supply to build up on educational
training information structure, measurement of the costs and benefits of existing human

resource development program for short term, long term point of view.

Apart from analyzing the concepts and issues involved in human resource development,
attention is also focused on manpower planning, education and training impact of

liberalization and globalization.

Becher E (2012) examined in his book that human resource system should be described
to maximize the overall quality of human capital throughout the organization to build

and maintain a stock of HRed human capital.

Human resource manager should develop strategies that provide timely and effectively
support for the skills demanded and enacts performance management, policies that
attract retain and motivate high performance employees. The main motive of human

resource manager should make their employees as strategic asset.

Lawler E Edward (2012) examined that how the organizations are acknowledging that
human capital is their greatest asset. Organizations should actually implements practices
that create true benefits for both employees and organizations. He also explains that

how companies can treat people right by doing more than simply ensuring good
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working conditions and good pay. He gives detail specific practices designed to keep

employees satisfied but still motivated to continue improving their performance.

Singh PN (2014) in his book “Developing and Managing Human Resource” contributes
consistently to the management literature in the current Indian context. He has drawn
directly from his own wide experience in his specialized area and also in management in
general. Since the term human resource management and human resource development
has entered in widespread usage in Indian scene, a number of different views on their

concepts, applications and outcome have been evolved.

George Bohlander and Thompson Snell Scott (2014) in their book “Managing Human
Resource” the authors discussed how organizations can gain sustainable competitive
advantage through people. The role of human resource managers is no longer limited to

serve functions such as recruitment and selection of employees.

Today human resource managers assume an active role in the strategic planning
decision making at top level of management. Meeting challenges head on and using

human resource effectively are critical to the success of any working organization.

Managing Human Resource focuses on development of high performance work
systems. They also outline various components of the system including work flow
design, human resource practices, management processes and supporting technologies.
The book also discusses about strategic processes used to implement high performance

work system and outcomes that benefits both the employee and the organizations.

Aswathappa K (2014) in his book on Human and Personnel Management has made a
modest but sincere attempt to understanding of human resource in its proper

perspective.

The contents have been logically divided into six sections to enable the reader
comprehend thoroughly the vital aspects and applications of the various principals of
human resource management. The sections are nature of human resource management,
employee hiring, employee and executive remuneration, employee motivation,

employee maintenance and industrial relations.
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The text is replete with illustrations, examples and anecdotes drawn from the
contemporary business world. In all, the book provides a refreshing and rewarding

insight into all that a reader wants to know about management of human resource.

Thornhill, Adrian Lewis Phil, Milllmore Mike, Saunders Mark (2011) in their book
Managing Change a human resource strategy approach focused on the relationship
between strategy and change and in particularly the relationships between the use of

human resource strategies and the management of change.

Balkishan V and Sivasubramanim M (2011) have presented edited papers of the
academicians and HR practitioners to regenerate, refresh and rejuvenate the ideological
underpinnings in the minds of those professionals who are in the process of perfecting
their knowledge on human resource through critical evaluations of ideological

presentation of the intellectual changed in this domain.

This book has been compartmentalized into six segments viz, human resource practices,
leadership, organization change, stress management, training and development and

allied topics in Human Resource.

P Chandran Mohan (2013) in his article on Human Resource Accounting in India deal
with the most important asset of the company i.e. human resource and its valuation. In
past less importance was given by organizations to value their human assets, moreover,

it was also considered difficult to value them as there were no parameters of valuation.

The importance and value of human assets was recognized in early 2010s and in 2014-
96. Infosys became the first software company to value its human resource. He explains

that employees are the most valuable resource like any other resource of the company.

Malikarjunan K (2011) in the article Best of HRM Practices pointed out that HR
policies form the framework for effective functions of HR management: they form the
culture in business management i.e. they are the very functioning of a business
enterprise. The practices should necessarily result in benefits to all the stakeholders like

shareholders, creditors, suppliers, consumers and the employees.

Such practices create an awareness of the need to achieve the business goals in the best

possible and ethical manner. If HR practices adopted by an organization include
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periodic review of employees performances adequate training for workforce and most
important of all, well thought out career advancement norms for its personnel it will be
the organization that will reap the full business benefits and emerge successful to the

great satisfaction of all the stakeholders.

Ekkirla Viramaditya (2011) in his article focused on HRM in Cross Cultural Context
Challenges and Responsibilities in which he highlighted that multicultural workforce
congregations have become today’s workplace realities. The cross border market
terrorism sponsored by Multi National Companies evoked counter insurgency and

strategic workforce from domestic business.

Partnering people in this race is vital for success in the market place. He highlighted the
challenges of HR professionals in orienting HR processes and practices to cross cultural
work settings, building inter cultural competence and minimizing the impact of culture
shock. The issues involved in cross cultural HR initiatives are discussed, reviving

industry practices and the road ahead this journey.

Krishna S Jaya (2011) in the article e-HR The source of competitive advantage article
expressed that escalating imperatives in recent times are facing HR departments to
adopt innovative, real time interactive HR transactions and delivery systems. Besides,
effective management of HR increasingly turning out to be source of competitive

advantage for organizations.

e-HR has emerged as a sustained trend and source of innovation at both strategic and
operational level. e-HR uses the conventional IT and web enabled technologies to

develop HR systems and deliveries.

The implementation of e HR strategy can have far reaching benefits including advance

services delivery, better productivity and cost savings.

Curringham Li Xue & Rowley Chris (2013) Made an attempt in their study on The
development of Chinese small and medium enterprises and HRM a review article
provides an overview of such firms, detailing their emergence, development and the
opportunities and the challenges facing them given the importance of employees and

their management, they look in HRM in the light of whether practice transfers occur
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resulting in some convergence, versus reasons for continuing distinctiveness in Chinese

context.

Rothwell J (2013) in his study on Next Generation HR Management: A Global
Challenge, focused that most business authorities believe that HR Management has
emerged as an important global business challenge. In developed economies employers
anticipate may experienced workers to retire, creating a vacuum of HR that will not be
easy to fill, in developing economies HR needs are fuelled by explosive business

expansion and pending waves of retirements.

Typically TM has focuses on attracting, developing and retaining HRed people, but that

is not enough for the future. Organizations will need next generation HR Management.

Longenceker O Clinton and Simone L Jack (2013) in their article on Staffing for better
results key practices of high performance managers shows that organizations are

constantly looking for opportunities to create competitive advantage.

This article reviews and highlights the best practices of a sample of over 2010 high
performance business leaders concerning the issue of progressive staffing. The findings
make it clear that result oriented business leaders take great care in planning and
anticipating staffing needs, developing and employing selection hurdles and developing
work schedules. All these activities are paramount in creating high performance and

require a partnership and teamwork between HR professionals and line managers.

S Seema (2013) in her article on HR Managers Exploring new dimensions examines the
role of HR managers is changing the competitive environment. Managers play a key
role in the future of an organization. HRM supports strategic management, HR

acquisition and retention has become a significant job of a HR manager.

The success of an organization depends on deploying employees who can adopt to be
comfortable in the changing environment. Acquisitions and mergers are taking place so
rapidly that organizations have to grow by them or get swallowed by others. There is an
increasing demand for HR personnel who are capable of managing the increasing

workforce.
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Singh (2011) Attempted to highlight the labor management of sugar Industries of Uttar
Pradesh in his published doctoral thesis entitled “Labor Management in Sugar

Industries”.

The author look into all the aspects of industrial relations i.e. recruitment, placement
and training, conditions of work and employment, welfare, wages and financial
incentives, morale etc. He found that one of the major problems which the sugar
industries of India are facing is low productivity of labor. He also found that main
defects on respect of conditions of work of employment do not relate to industry. It has
also been found that no initiative on the part of employer willfully is taken to improve

the conditions.

Turner, Clack and Geoffrey (2013) have made a study to look into the problems of labor
especially in motor industries in New York in their research project entitled “Labor
Relations in Motor Industries”. They found that there is a remarkable rise in number of
strikes in British car industries. They assumed that in the car firms the strike waves
seem to have arises from authentic causes and grievances. They concluded that the

recent strikes reflect a failure of institutions to provide the solutions of labor problems.

Masood M Jawaid (2013) in his research on the topic “A case study of personnel
management in the cotton textiles industries of Kanpur” critically and analytically
examined the problems of workers employed in the cotton textiles units of Kanpur and
suggests measures for bringing about improvement in the industrial relations in the
industry. He emphasized to put the industry on even keel through improved human

relations.

Personnel problems therefore require immediate attention and wider outlook.
Organization of industries is on organization of men, material, and machinery. Proper
conditions between these three and continuous review of labor management relations is
essential for the efficient working of these industries. Unless there are cordial human
relations exuding a sprit of cooperation between persons working in different capacities
in the Kanpur cotton industry, it is difficult to keep the industry at its optimum

efficiency.
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Singh Mahandra (2014) in his research studied the Manpower Management in Indian
Industries A case study of Modi Enterprises in which he pointed out that the success and
continuity of a business organization depends on the productive efficiency of its

employees who are real appreciating assets.

An article, titled, “Strategy for HR retention,” by J.B. Quinn published in the Journal of
Industrial Relations, Vol.3.No. 7, 2010. May.

In this article author has discussed on the strategy for retention of HRed people in the
organization. He stated that, HRed individuals in the organizations are naturally
motivated to seek career advancement, opportunity to contribute, learning and sharing

opportunities, and independent work assignments.

HR professionals are therefore tasked with identifying the hidden HRs of the
employees, creating fast track opportunities for them, enabling them to be partners in

change, and creating forums for knowledge and HR sharing with fast track peers.

An article, tilted, “The strategic Asset of workplace Diversity” by David. A. Garvin,
published in Harvard Business Review, Vol 37 2011. In this article author has also
highlighted the significance of HR management. While discussing the significance of
HR management term, he stated that, the future success of any organizations relies on
the ability to manage a diverse body of HR that can bring innovative ideas, perspectives
and views to their work. Author has opined that, the challenge and problems faced of
workplace diversity can be turned into a strategic organizational asset if an organization

is able to capitalize on this melting pot of diverse HRs.

Author has further stated that, with the mixture of HRs of diverse cultural backgrounds,
genders, ages and lifestyles, an organization can respond to business opportunities more
rapidly and creativity, especially in the global arena, which must be one of the important

organizational goals to be attained.

An article titled, “Strategy for HR management and improvement of organizational
performance,” by John M. Hannon, published in International Journal of Management

Reviews, Vol.3, Dec 2011.
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In this article author has stated that, more recently, efforts have been made by HR
experts to try to establish a causal link between HR management strategy and
organizational performance. He further stated that, this has led to a growing number of
studies which examine the potential contribution that good human resource policy can

make to improving organizational performance.

This article is not concerned with the conceptual debate of HR management strategy
and performance. Rather, it explores whether adopting good HR management strategy

to improve performance is a practicable approach to organizations.

An article, titled, “Multiplier effect of HR management system” by Rivenbark, Leigh
(2014).

Through this article author has focuses on HR which has a multiplier effect. Author has
opined that, work performance is a product of ability and motivation, which can be
enhanced through HR management. Author has further stated that, organizations having
a HR management in operation view the growing of HR as an engine for their growth.
And as development and growth increases, HR depth and breadth, as well as motivation

increase.

HR expert, Fanglee Cook has also focused on the HR management strategy in his article

published in the International Journal of Management Reviews Vol 4 Apr 2014.

Author has stated that, many companies are now realizing the advantages of a diverse
workplace. As more and more companies are going global in their Market expansions
either physically or virtually, there is a necessity to employee diverse HRs to understand
the various niches of the market and management should give an opportunity to their
employees to show their hidden HRs in this regard. In brief, Fanglee Cook has
suggested to the management that they should have such a HR management strategy or

program which enhance the HR of the employees.

A search for knowledge cannot yield something meaningful if its relation with the
existing knowledge has not been examined. A research study is never conducted in a

vacuum. So attempt should be made as far as possible , to find out to what has already
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been done, what is still to be done and in what way the proposed study is going to

search for the new.

First of all, a gap should be marked and then an attempt should be made to bridge the
gap on the basis of the new facts. If this exercise is not done at the initial stage, the final
outcome may result only in duplication of work already done, thus the findings may

signify nothing.

A review of literature gives both a thematically as well as methodological direction.
Review of literature is broad, comprehensive, in depth systematic and critical review of
scholarly publications, unpublished scholarly print materials, audio-visual materials and
personal communications, review of literature is key step in management research
process. It refers to an extensive, exhaustive and systematic examination of publications
relevant to the research project. Every research study is built on past knowledge is an

outcome of constant human endeavor.

No research study can progress in isolation of other studies done in similar field review
of related literature addresses an important need to inform the researcher as to the main
findings, trends, areas of the debate and controversial areas of neglected and suggestions
for additional research. It can help in organizing thoughts, giving shape to ideas and

achieving new insights.

It is not enough to test one’s own ideas, researcher is thus given a chance to access his
or her ideas in the context of others and replicate external or modify them in terms of
establishing thinking. Considering this fact, in this study, researcher has also tried to
take some review of articles, published in various journals, magazines, published books
etc. In the subsequent paragraphs an attempt is made to review the literature pertaining
to hidden talent management of the employees and how they identify the employee’s

hidden talent and how to manage the hidden talent of the employees.

Review of Articles, Research Papers Etc. Published in Various Journals,
Magazines Etc.
1) An article, titled “Managing Professional Intellect,” by James B Quinn, Philip

Anderson and Sydney Finkelstein, published in Harvard Business Review (2000)
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In this article authors has explained the significance of Talent Management. Authors has
stated that, in the past, most organizations aimed to enhance returns from investments in
physical assets-property, plant and equipment. While discussing on the significance of
talent management, authors has stated that, Command and control structures made sense

when management’s primary task was to leverage such physical assets.

Authors has explained this with example they said, the productivity of a manufacturing
facility is determined largely by senior managers’ decisions about capital equipment,
adherence to standardized practices, the product line, and capacity utilization. They
further opined that, with talented people on the other hand individual professionals

typically provide customized solutions to an endless stream of new problems.

2). An article titled, “ Trust Employees’ Talent to Succeed,” published in Business and
Management Review, Oxford (2000) by Jacob, in this article author has stated that,
trusting talent to succeed means showing the talented people you have confidence in

their capabilities by giving them responsibility in the most important activities.

Author has opined that, talented people find this to be motivating, and it in increases
their feelings that they are valued, a crucial factor in their desiring a stay with the
organization. He further opined that, when talented people fail, it is essential to turn the

failure into a learning experience, not a career setback.

3). An article, titled, “Strategy for talent retention,” by J.B. Quinn published in the
Journal of Industrial Relations, Vol.3.No. 7, 2000. May.

In this article author has discussed on the strategy for retention of talented people in the
organization. He stated that, talented individuals in the organizations are naturally
motivated to seek career advancement, opportunity to contribute, learning and sharing

opportunities, and independent work assignments.

HR professionals are therefore tasked with identifying the hidden talents of the
employees, creating fast track opportunities for them, enabling them to be partners in

change, and creating forums for knowledge and talent sharing with fast track peers.

4). An article, tilted, “The strategic Asset of workplace Diversity” by David. A. Garvin,

published in Harvard Business Review, Vol 37 2001. In this article author has also
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highlighted the significance of talent management. While discussing the significance of
talent management term, he stated that, the future success of any organizations relies on
the ability to manage a diverse body of talent that can bring innovative ideas,
perspectives and views to their work. Author has opined that, the challenge and
problems faced of workplace diversity can be turned into a strategic organizational asset

if an organization is able to capitalize on this melting pot of diverse talents.

Author has further stated that, with the mixture of talents of diverse cultural
backgrounds, genders, ages and lifestyles, an organization can respond to business
opportunities more rapidly and creativity, especially in the global arena, which must be

one of the important organizational goals to be attained.

5). An article titled, “Strategy for talent management and improvement of
organizational performance,” by John M. Hannon, published in International Journal of

Management Reviews, Vol.3, Dec 2001.

In this article author has stated that, more recently, efforts have been made by HR
experts to try to establish a causal link between talent management strategy and
organizational performance. He further stated that, this has led to a growing number of
studies which examine the potential contribution that good human resource policy can

make to improving organizational performance.

This article is not concerned with the conceptual debate of talent management strategy
and performance. Rather, it explores whether adopting good talent management strategy

to improve performance is a practicable approach to organizations.

6). An article, titled, “Multiplier effect of talent management system” by Rivenbark,

Leigh (2004).

Through this article author has focuses on talent which has a multiplier effect. Author
has opined that, work performance is a product of ability and motivation, which can be
enhanced through talent management. Author has further stated that, organizations
having a talent management in operation view the growing of talent as an engine for
their growth. And as development and growth increases, talent depth and breadth, as

well as motivation increase.
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7). HR expert, Fanglee Cook has also focused on the talent management strategy in his

article published in the International Journal of Management Reviews Vol 4 Apr 2004.

Author has stated that, many companies are now realizing the advantages of a diverse
workplace. As more and more companies are going global in their Market expansions
either physically or virtually, there is a necessity to employee diverse talents to
understand the various niches of the market and management should give an
opportunity to their employees to show their hidden talents in this regard. In brief,
Fanglee Cook has suggested to the management that they should have such a talent

management strategy or program which enhance the talent of the employees.

8) Robert Kelley, a professor of management at Carnegie Mellon University, Pittsburgh,
has stated that, people come with more talent than the job they are hired for. Author has
further stated that, you have a size advantage in unleashing talent. But it is hard for most

managers to think beyond meeting quarterly projections and enforcing job descriptions.

9). Anat Arkin (2005) in his article entitled “Hidden Talents -Employers need to
consider diversity and talent management together if the make-up of their boardrooms is

to reflect that of their shop floor”

Author has explained that, step into any high-street bank, chain store or other customer
facing business and the chances are that the people who serve you will reflect all the
rich diversity of 21 century Britain. Author has further stated that, enter these same
companies headquarters and take the lift up to their executive suites and you are likely

to find yourself in a mid-20™" century time warp.

10). An article titled, “Confirmation of a successful Talent Management” by Duglas J.

Novona, published in Harvard Business Review (2005).

In this article author has highlighted the factors which are responsible for the success of
talent management. While discussing in this context author has stated that, talent
management programs can seem intimidating and difficult to handle for managers and

(13

human resources in organizations. However, when talking about talent,” he is

referring to the most valuable function within an organization.
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Author has further stated that organizations do not survive without people and when we
think and plan for the proper development of these products of value, things can be
complex and appear multiple. For successful talent management system author has

suggested five points implementing plan.
These points are-

a) Discover what you are talking about.

b) Describe what is all means is transparent
c¢) Discuss career aspirations with employees
d) Determine who belongs where

e) Differentiated development.

Author has stated that, such plan shall be developed in collaboration with the
employee’s manager and HR department. This will ensure that people get exactly the
kind of growth; they must be prepared for future technological changes and

competition.

11). Theresearch article titled, “Development and Implementation of a Talent
Management Strategy,” by Josh Bersin, published in 2006. In this article author has

discussed on some critical issues which they have identified in their research.
These issues are

a) Talent management requires integration and communication between existing HR-

L&D functions.

b) Competency management, a mis-understood and difficult part of training and HR,

has become critical and

c¢) Vendor claims, there is no complete, “Talent Management” software solution yet. On

these issues author has discussed critically in this article.

12). An article titled, “Talent Management-Generating Business value through talent”
by MK Sumanjeet, Published in the Journal of Management of Labor studies, Vol 30,
No. 2 May 2006.
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Author has stated that, due to globalization of economy, rapid growth in information
technology, increase in knowledge based work and competition pressure, the concept of

talent Management has gained momentum in recent years.

While explaining this concept author has stated that “Talent management is a systematic
process for creating acquiring, synthesizing, learning, sharing and using talent,
knowledge and experience to achieve organizational goal. Author has further opined
that, talent management implementation is not easy. There are many barriers in talent

management implementations.

According to him these barriers are organization culture, lack of understanding the
power of talent management, immaturity of industry etc. In this article author has also
explained the implementation strategy for talent management, and focused on the

conceptual framework of talent management.

13). An article titled, “Talent Management as high performance work practice:

Emerging strategic HRM Dimensions,” by Sunita Chugh and Jyotsna Bhatnagar(2006).

This article is based on a study survey. This study attempts to explore the use of
Strategic Human Resource Management (SHRM), as a context for talent management
practices in high performing work organizations. Following a multiple case embedded
research design; authors have investigated how the Talent Management System has
been successfully implemented at five high performing well known organizations in the
National Capital Region of India. The article also contents literature review, which
highlights some testable propositions which the literal replication from the case studies

support.

Mapping of the Talent Management System is attempted in the case studies. Core issues
emerging in the caselets and the linkage with high performance work practices are
discussed therein. Implications drawing on the no monological domain of talent

management in HR practice and research are further addressed, in the current article.

14). A report, titled, “The systematic management of executive talent” by Jonathan

Smilansky (2007).

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 59



Employment Issues and Challenges (Indian Perspective) ISBN: 978-93-93810-43-4

In this report author has discussed on the systematic management of executive talent.
While discussing on this topic he stated that, “the real turning point for a number of
business is when they realize that if your managerial population does not reflect your
client base, you cannot understand your consumer and therefore you cannot provide
them with the kind of service that you want to. “Authors’ study report based on

interviews with senior HR professionals in leading organizations.

Author defines talent management as an ,,integrated set of corporate initiatives aimed at
improving the calibre, availability and flexibility utilization of exceptionally capable
(high potential) employees who can have a disproportionate impact on business

performance.”

Author concludes that while most organizations now seen talent management as a
priority, here is still widespread reluctance to conduct objective assessments of senior
executive capability and make sure only the most talented individuals occupy key

corporate roles.

15). An article by Fitz-Enz, J titled, “It’s costly to lose good employees.” Published in

Human resource Management Review Vol 41, 2007.

In this article author has explained the costing of implementing talent management
system in the organization. He stated that every organization does not get into a formal
talent management largely because of the costs involved. According to him the cost of

replacing an employee is approximately 30% of annual salary.

Employee turnover’ costs both, employer and employee. Author has further opined that,
it destabilizes the functioning of an organization reducing its competitiveness in the
market place. Author has suggested that, an effective decision making process helps to
reduce cost of managing talent. He further opined that, this can be achieved by an
efficient talent management system which also doubles up as an effective planning tool.
The author argue for a “talent decision science” which requires frameworks that show

what factors are relevant to decisions about talent, and how they combine.

16). An article titled “Talent retention strategy in high performing work organizations,

“by Tobias C16, Published in managerial planning Review, 2007,0xford Vol 25 :6.
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In this article author has opined that, firms should aim to hire, develop and retain
motivated capability, people who have the ,,can do’ (i.e. ability or capability) and the
,Will do’ (motivational) factors relevant to the job. This article is based on the survey.
Through this survey author has found that, the greatest cause of job dissatisfaction is the
underutilization of management talent. According to author talent have egoistic needs,
which must be met if they are to be fulfilled. This forms the key content of Talent

Management in a high performing work organization.

17). An article, tilted “Hidden Talent,” by Fahlander, A and Schwartz, A. Published in
2007.

In this article authors have highlighted the number of ways to identify hidden talent of
the employees. Authors say, a top-down analysis can capture management’s
perspective, whereas widely distributed and specially designed surveys can elicit the

bottom up view.

Authors stated that, this survey helps flag several key facts and relationships-
a) Who know what ?

b) Who has the authority to make decisions ?

¢) Who is considered trustworthy ? and

d) Who is effective ?

Authors have opined that, this approach is particularly powerful if the survey is
conducted through the lens of network analysis. This approach is also useful in
identifying opportunities to build and strengthen the existing and future knowledge

network.

Authors have concluded that, by utilizing key knowledge and talent of the employees,
problem solvers, mentors, and bridges, organizations can more successfully plot and

steer change initiatives and better manage and develop talent.

18). The chartered Institute of personnel development has published research report.
This report shows that nearly a quarter (i.e. 24%) of organizations had cut talent

spending in the current economic downturn by the end of 2008.
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Report suggests that these cuts are being made across the board in the piecemeal way,
because HR functions are struggling to identify the talent activities that are adding the
most value. This is turn is undermining the ability of organizations to retain and develop

the talent they need to weather unpredictable times ahead.

19). Overton L (2008) in his research article titled, “Hidden skills employee’s
perspective on untapped potential,” has explained employees’ perspectives regarding

their untapped potential.

Though research he found that, employees were not only using e-learning provided as a
part of their job but was also using it to develop skills outside of their work. This study

was based on the survey of 2000 employees.

Author has found that 57 % of employees were engaging with activities out of work that
their employers could use but are not currently doing so. He also found that, if
employees’ untapped skills were used at work, they would feel more motivated, more
empowered at work and would stay at their present company for a longer period of time.
Author has further concluded that, tapping into hidden skills would also directly impact

the business and it would increase efficiency.

20). As per the report of HR Community published in 2008, there are three major stages

to the Talent Management process these are
a) Preparation

b) Identification of Talent and

¢) Management of Talent.

A brief description has been stated regarding these three stages in this report. About
preparation stage report has described that, the objective of the preparation stage is to
ensure that community is ready to undertake the process and have the appropriate
resources, context and materials to do effectively. The objective of the second stage i.e.
identification of Talent, is to capture a broad picture of the HR Community be
determining key or critical position within the HR community and identifying existing

department talent.

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 62



Employment Issues and Challenges (Indian Perspective) ISBN: 978-93-93810-43-4

21). Kirstie Donnells’ article titled “Hidden talent and training programs” Published in

Harvard Business Review, Feb 2008.

Author has explained the relationship of hidden talents and training programs. While
explaining this relation he stated that, effective training is the key to unlocking hidden
skills and ensuring employees meet the day to day business objectives. He further stated
that, by harnessing the hidden skills of potential superhero employees, bosses can

transfer not only their business but also maximize their employees’ full potential.

22). Chris Penttila (2008) in her research article titled, ““ Talent scouting: staff smarts”-

Employee’s hidden star qualities might be just the thing to put business’s name in light.

She further explained that, every employee has hidden talents that could take your
company from good to great. Tapping the talent zeitgeist is more important than ever
before. Author says, employees want their hidden talents to be recognized and

developed.

She further opined that, talent processes and programs need to be highly flexible,
readily adaptable to changing market conditions and business needs. Definitions of
talents pools and skill sets should be regularly challenged. Organizations should identify
specific trigger and transition points for changing their focus and the processes put in
place to develop and support talent should be flexible enough to accommodate changes

quickly.

23). An article titled, “Hidden talents optimizing the efficiency and effectiveness of

talent management” by Woodruffs, Charles (2009).

Author has explained that current talent management approaches often leave
organizations struggling to identify the value of talent management. Author has further
explained that, to help organizations get the most from their talent spend, they propose a
new approach which involves identifying those roles within an organization that deliver
disproportionate value. As per the opinion of author, organizations currently face a false
dichotomy when thinking about how to manage and develop talent people. He
suggested that, they either choose to focus exclusively on their high potential

employees, however defined or take the option of treating everyone as talent.
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24). Demaio, S in his article, titled “How to identify your employees’ Hidden talents”

Published in 2009.

In this article, author has explained that, there is no shortage of advice about finding and
attracting the best people to work for you or even about scouring your own organization
to identify top performers within the ranks. Author’s experience in a variety of frontline,
supervisory, and other positions has taught him that important as both of those
endeavors are, its even more vital to look within individual employees for hidden

strengths, especially at times when hiring and promotions are on hold.

Author has opined that, plumb the depths of each person you currently manage to fish
out the talents that lurk beneath. Analyze how people think, not just what they do. It will
show him that you truly understand the value of his contributions. He further stated
that, good managers know what their individual employees like to do. (i.e. what tasks

they enjoy, which projects motivate them etc) .

25. Skellies research article published in 2009. He stated that, your hidden talents are
the thing you could do that would make you happy, but you don’t know it yet. In this
article author has discussed on the term ,,Hidden Talent’” He explained that, this is not

just about work, but speaks to the whole context of your life.

Author has already written about the psychological evidence that shows —when people
do work or activities that make them feel good and involve skills, either mental or
physical, live happier lives. Author says, this is just common sense, and it is probably
nothing you have not already heard before. But he does not think many people actually
take the next step and give themselves the opportunity to discover all of their hidden

talents.

He further stated that, your hidden talents will always fit your personality or interests in
some way. Instead of being hidden and random things to be discovered by accident-the

things you love doing actually make a lot of sense.

26). An article titled “Unused talent is like excess inventory — Identifying fresh talent,”

(2009) by Salma Shah.
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Author has stated that talented employees are like inventory, if they are not managed
properly and developed, they the same as an under-performing asset. Author says, a
talent capability mapping strategy provides an organization with a framework to
identify talent and not waste their most important asset, Author has further opined that,

talent management cannot and should not be isolated from business strategy.

Whether you are running a global conglomerate or managing a trendy coffee shop on
the high street. She opined that if you don’t have a proper talent management system
you will lose your best people and your business will suffer. In short, author has

discussed on the significance of the talent management system.

27). Duminica in his blog, titled ,,Best Industry Practices” (2010) has explained some of
the strategies which organizations are currently using to contend with recruiting and

retention challenges.
These strategies are

a) Look for in-house talent b) redesign jobs c¢) Tap hidden talent d) Use marketing

departments or firms and e) Use technology etc.

While discussing on the tapping hidden talent strategy author has stated that, consider
bench marketing other similarly situated companies and tapping other hidden talent

such as past employees, retired and older workers, disabled workers etc.
28). An article titled, “Managing Hidden Talent” by Laura Knill, published in 2010.

In this article author has explained the concept and principles of talent management.
While explaining the concept author stated that, this concept assumes that most
organizations have large amount of talent they never discover or exploit whilst still

thinking they lack talent.
To tackle this problem author has explained some principles are —

a) Talent Management should be owned by business leaders and line managers as a part

of normal activity.

b) Talent management must comprise consisted and transparent approaches to

promotion and succession planning.
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c) Employees should play an active role in the management of their own talent.
d) A clear distinction should be made between assessment and development

e) The content of “talent pools” should be regularly reviewed-no employee should be

“written off” and

f) Organizations should maintain an open mind about sources of talent to encourage

diversity.

Author has further stated about hidden talent, author says, in the past hidden talents
have commonly been defined as thing you are great but nobody knows about or things
that you would be immediately great if you tried them, skipping beginner and

progressing to intermediate in an instant.

29). Anders Fahlander and Angela Schwartz, have explained the term hidden talent.
They stated that, transition is a constant for corporations. Events such as mergers,
downsizing, leadership changes, and retirement create the risk that key knowledge will

leave the organizations.

Even without those precipitating events, employees come and go with greater frequency
than they once did. While discussing about the significance of the term talent
management, authors have stated that, corporations can gain a competitive advantage if
they can identify the employees who hold key knowledge and retain them or at least

transfer their knowledge to others if they do decide to leave.

Authors say many times, employees exist at all levels of an organization, are frequently
hidden from view. Identifying, nurturing and retaining key knowledge holders and other
employees with valuable but often overlooked skills will allow corporations to remain

agile even during times of high turnover.

30). Steve Roester, in his article titled, “How do you define “Talent”? Published in 2010
has explained about the identifying the talents of the employees. Author has observed
that, people who are at mid-life and realizing that their inherent talents and interests do
not match what they are doing. He says most would like to stay with their current
employers, but need some helping, getting a good hearing when it comes to using their

giftedness elsewhere in the organization.
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31). According to Dr. Ellen Weber (2010), it is common knowledge the people use far
less of their talent than they possess. He stated that, it is also increasingly recognized

that wasted, unused, or hidden talents can literally shrink a person’s brain.

Dr. Ellen raised the question regarding this that, how can a person develop more talent
given the complexity of the brain to recognize such hidden or unused talent, and the

rigidity of some workplaces to value unique capabilities of its workers ?

32). An article titled, “Find the talents hidden among employees,” by Welborn. C,
published in 2010.

Author has stated that, imagine what talents you might be overlooking within
workplace. If you rely only on the information gather during job interviews. You may
have a vast pool of untapped talent among the staff. Author has suggested some
practices that, review the resumes of employees frequently or even better ask them to

submit undated resources, so that you can better understand all their abilities.

Author has also suggested that, build an online directory that includes people’s skills,
interest and previous projects, include photos too, to encourage people to chat, when
they see each other around the office that will build collaboration among teams. Author
has further stated that, complimenting people on their abilities will lead them to
recognize their own strengths and to consider broader opportunities to contribute to

organization.

33). An article titled, “How talent Management helps get you to your Business goals”
by Steven Hunt (2010) has stated that, a global organization decided to implement

succession management technology to support its annual talent review process.

Author has stated that, before using the technology, the company used to spend weeks
assembling information about employees required for the talent review. Author has
highlighted regarding how technology is changing and how companies manage their

workforce.

In this context, author has says, in fact, the impact talent management technology is
having on traditional HR Processes can be likened to the impact that global positioning

system technology has had on how people use maps.
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34). An article titled, “Critical factors affecting retention,” by Pooja Wadhwa and Saroj
Koul.

This is a research article presented in the ninth AIMS International Conference on
Management held on Jan, 2010. Authors have observed through the research survey,
that many organizations are facing high attrition rate due to which they are losing their
top talent, because of negligence by management towards hidden talents of employees.
Authors have suggested that, it is very important to retain top talent by effective talent

management system implementing in the organization.

Review in Brief

Jonathan Smilansky argues that one of the barriers to greater diversity at the top of
organizations is that business leaders tend to recruit people who are like themselves.
That is not simply about white men recruiting white men, it is also about people
recruiting and promoting those who have been to the same kinds of schools and

universities and have had similar career experiences.

“A lots of this could be put down to racism or sexism but actually he think it’s more
about familiarity,” said Smilansky. “So the first question is how you get people inside

business to become more familiar with a broader base of talent.”

Kelley stated that, company meetings can also unearth hidden talents. Begin a
discussion where employees can offer solutions to problems, you might be surprised
what people know. It is an opportunity for employees to unleash their talents. Tucker
stated that, what you do now will put your company ahead as talent wars heat up again,
because the best firms will be consisted about identifying talent and putting it in the
right place? “This is not a quick fix” Steven De Maio stated that, treating each employee

as an ocean of talent allow you to find troves of precious gems.

Dr. Ellen Weber stated that, the actual ideas of genuine talent and related passion and
excitement often do not show up on the radar screen in discussions. It takes
relationships, discernment, and deep conversation to get at the heart of a person’s real

talents and how best to use them organizationally.
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Schroeder stated that, every company has hidden gems of talents and untapped skills.
Talent mining encourages employees to keep their talent profile up to date and helps
organizations to identify people who have the skills they need regardless of current job

or location.

M. Gandhi stated that, be the change you want to see in your world. If you want your
manager to change and to begin to recognize your talent and potential, do not wait for
him or her to change and notice. He says, you be the change so that he or she cannot
help but notice. Show your talent and potential in the organization in as many ways as

possible.

The present chapter of this study endeavors to review briefly the related literature only
to substantiate the views of various experts of talent management in an organization.
Researcher does not claim to review all the related literature in the context of the topic
selected for the study. It is just an attempt to take a glance at some important works

done in the context of “Talent management”.
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Chapter - 3
Procedure
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This section sets forth the research framework for the investigation of the branding of
human resource technologies in India and evaluates the effect of issues and challenges
of the market. Human resource technologies have earned a well deserved extremely
significant place among Indian Corporation, due to innovation and revolutionized the
landscape. Employer branding is relatively new approach towards recruiting and
retaining the best possible human talent within an employment environment that is
becoming increasingly competitive. Managers can use employer branding as an
umbrella under which they can channel different employee recruitment and retention
activities into a coordinated human resource strategy. More relevant and measurable
questions might include: do firms using employer branding experience improved
recruitment outcomes; is employee retention improved? Is employee productivity
improved? Is employee satisfaction improved? It might conduct longitudinal studies to
track changes in recruitment, retention and satisfaction outcomes before and after
implementing employer branding. Employer brand is relevant in the context of
employee recruitment, engagement and retention. Empirical study should be carried out

to measure the strength of the employer brand for attraction and retention of employees.

The way in which research is conducted may be conceived of in terms of the research
philosophy subscribed to, the research strategy employed and so the research
instruments utilised in the pursuit of a goal - the research objective(s) - and the quest for

the solution of a problem - the research question.

A quantitative approach based on survey design in form Five point Likert-scale close

ended structured questionnaires is used for the proposed study.

This study will try to attempt to highlight on the process of innovations and branding of
human resource technologies. In addition, researcher will appraise the extent, scope, and

future perfect of branding HR-Techniques in the context of India.

Recruitment and selection is a major HRM function as it encompasses all organisational
practices and decisions. Recent technological advances, globalisation, social trends and
changes within organisations have brought new challenges for recruitment and

selection.
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To effectively face the new challenges recruitment and selection needs to be integrated
with business strategies. Recruitment and selection strategies flow ultimately from the
organisation’s mission and strategic objectives (i.e., the strategies and processes of

recruitment and selection must be compatible with business strategies).

Social scientists argue that through the integration with business strategies, recruitment

and selection help achieve strategic goals and enhance organisational performance.

Over the last thirty years or so, the amount of research on recruitment and selection has
increased dramatically. Despite of this increase, recent reviews of the literature have
revealed that past studies mainly focused on the exploration of recruitment and selection
practices adopted by the enterprise and not on its relationship to business strategy and

performance.

This research analyses recruitment and selection as one of the HR practices from the
gamut of entire HRM processes and evaluates the flaws that exist in its effective
implementation in organisational setup. Although there is wide recognition of the
significance of the integration of HRM with business strategies, little research has been
devoted on how recruitment and selection strategic integration happens and what might

be its effects on organisational performance.

The integration of HRM and business strategy is possible by the ‘fit’ of human
resources through a variety of HRM practices including recruitment and selection in
accordance with the business needs. Therefore, there is a set priority for organisations to

have recruitment and selection strategically integrated with business strategies.

The common obstacle in the lack of recruitment and selection strategically integrating
with business generally revolve around issues of poor planning and control, resulting in
unrealistic timelines, unidentified problems, poor coordination and a lack of monitoring
and control. Attaining strategic integration of recruitment and selection with business

strategy is a desirable achievement that requires resolution of these common obstacles.

Most research on recruitment and selection has been conducted in Western contexts,
mainly in the United States. The task of research in developing economies, such as India

with considerably different cultural and institutional nuances, is likely to have a
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profound impact on benchmark HRM practices. For instance, at the macro level
organisations tend to be similar with respect to socio economic aspects, while at the

micro level they differ from each other due to cultural differences.

Empirical evidence shows that strategic HRM practices vary significantly between
countries, even within OECD nations. Therefore, there is a pressing need to conduct
research on recruitment and selection strategic integration and its effects on
organisational performance, particularly in the developing nation of India. The
conceptual framework building from this research is important as India is beginning to

impact global internationalisation theory.

Moreover, such research would add to the knowledge base of the strategic human
resource management (SHRM) literature. Past studies have identified a number of
indicators of HRM strategic integration. They include: human resource (HR) input into
the business strategy through formal and informal consultation channels written HR
strategy, HR planning with a clear set of programmes and policies to implement the HR

strategy and the existence of the HR department and HR expertise.

These ranges of indicators are applicable to HRM practices and are equally applicable

to recruitment and selection strategic integration.

The presence of the HR head is a formal mechanism of consultation, which ensures
HR’s strategic input into business at the highest level. Recruitment and selection related
information, such as the HR availability and its cost, can be crucial for business strategy

formulation.

It is anticipated that infrastructure problems will be eliminated with implementation of
new broadband telecommunication technologies including Digital Subscriber Link
(DSL) and new mobile technologies by solving capacity problems on the network. DSL
allows copper wires of old-fashioned fixed telecom networks to carry more than 10

times as much traffic.

New mobile telecom technologies like Universal Mobile Telecommunication System
will do the same for mobile networks, while high-capacity cable networks will offer yet

another channel.
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However, IT investments seldom seem to deliver the expected benefits organizations

anticipate. IT, itself, cannot fix processes or solve procedural problems.

Davidson (2012) identified that problems associated with IT investments range from
poor implementation to over-customization of applications to investing in systems or
solutions that do not fit an organization’s needs. “Unfortunately, many organizations

fail to understand fully their requirements prior to making such investments”.

“They may also fail to make the necessary improvements or changes to their HR
processes prior to selecting a specific IT solution or system. With the investment made,
processes are then adapted to fit the IT system even if the results are less effective.
Finally, if the information entered into a system is inaccurate and unreliable, the output

of the system will not prove useful; that is, ‘garbage in, garbage out”.

Despite these challenges, many banks find value from incorporating IT applications and
systems into their recruiting and staffing efforts, especially in operations with high

volumes of applicants and information.

Arising from the motivation of HR functions in organizations, models were developed
and tested to help in predicting and using HR acceptance. In most HR studies, theories
such as Building Theory, Personality-Job Fit Theory, People theory, Technology
Acceptance Model among others have been used. However, for the purpose of this
study, the E-Recruitment model was used. The E-Recruitment model was adopted Ruél

et al. (2014) to consolidate previous e-recruitment related studies.

On the other hand, Relational e- Recruitment characterized by the development of
“real” applicant relationships through better feed-back, and the use of Web 2.0 tools.
Lastly, Transformational type of e- Recruitment concerns strategic eRecruitment,
anchored in a HR management strategy. Employer branding and reputation could be a

solid support. E-Recruitment outcomes were adapted from Beer et al. (2014) outcomes.

High commitment: such outcomes can be characterized in terms of job satisfaction,
psychological contract, motivation, integration. High competence: These points towards
the ability employees have to learn new tasks and roles. It requires careful selection of

employees from the beginning. Cost effectiveness can be attained by means of
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recruitment activities by accurately setting pay levels, rigorous selection that improves

job satisfaction and performance.

Higher congruence concerns the internal organization, the ‘input, throughput, and
output’ of personnel structured in the interests of all stakeholders. Recruitment
represents an ‘input’ of personnel, which is the basis for developing a coherent and
satisfying workforce organization. As a conclusion, new practices and issues are

emerging.

Nowadays, Internet seems essential for recruitment activity. Web 1.0 brought tools
giving access to important data bases of competencies. Web 2.0 reveals the shift from
exchange-based recruitment practices to relationship-based approaches. The model
makes it possible to obtain a global view of e-recruitment issues. It must now be

validated by means of empirical research.

Other sectors and other type of recruiters (for example head hunters) are worth

considering in order to see the possible differences in e-recruitment practices.

Recruitment and selection is the process of attracting individuals on a timely basis, in
sufficient numbers and with appropriate qualifications. Following the initial selection of
incumbents they are likely to again be chosen to develop their further interest in the

organisation and later to encourage them to apply for other jobs.

Using appropriate techniques the suitable candidates are thus, able to be recruited and
selected during their career development. It has been argued that in order for the firm to

build and sustain the competitive advantage, proper staffing is critical.

Shen (2014) argues that labour market related issues often affect multinationals’
decisions on overseas direct investment. Khatry and Budhwar (2012) point out that the
existence of the written HR strategy helps interpret business strategies into HRM
policies and practices. HR strategy provides guidance for the formulation and

implementation of recruitment and selection policies and practices.

A common problem in recruitment and selection is poor HR planning. Rigorous HR
planning translates business strategies into specific HRM policies and practices. This is

particularly so with recruitment and selection policies and practices. The key goal of HR
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planning is to get the right number of people with the right skills, experience and

competencies in the right jobs at the right time at the right cost.

Detailed and robust recruitment and selection policies, such as recruitment and selection
procedures, assessing criteria, HRs auditing and processing the information about the
labour market are important in recruiting and deploying appropriate employees at the

right time.

Past research shows that the competency level of HR managers has a major influence on
recruitment and selection and experienced HR experts within the HR department will
not only shorten vacancy duration, but also improve the quality of the applicants.
Moreover, effective recruitment and selection is possible only if there is a dedicated and

competent HR team.

In the strategy implementation phase, the extent of recruitment and selection strategic
integration can be gauged through four distinctive indicators. These indicators are: the
timely supply of an adequately qualified workforce, effective job analysis and
descriptions, effective selection, and the involvement of line managers in the

recruitment and selection practices.

A key source of uncertainty in the business strategy implementation is whether there is a
timely supply of adequate qualified people and to a great extent this uncertainty
involves the quality of employees. For instance, a firm might decide to leverage a
different human capital pool in terms of skills and education level than its rival firms as
a competitive strategy even within the same industry to develop specific capabilities or

to develop a HR process advantage.

An organisation can successfully eliminate this uncertainty if its recruitment and

selection policies and practices are strategically integrated with business.

Effectively conducting job analysis and targeting right potential candidates ensures a
good match between applicants and the jobs. Argument has been given that under
qualified employees may not able to effectively perform their job positions due to lack

of knowledge and competencies, while on the other hand over qualified employees tend
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to experience less job satisfaction due to their higher qualification than a desired level

for a given job.

For every job in the organisation, a thorough job analysis, which includes job
description and job specifications, is necessary and based on this, an appropriate
selection criteria is vital. The job description provides indications of the duties to be
undertaken, and the job specification usually prescribes relevant personal qualities and

attitudes as well as skills and knowledge required for the job.

A range of methods, such as application forms, interviews, formal tests, references,
assessment centres and official transcripts are used by firms in the selection process. A
firm needs to choose a method that is most appropriate to the job positions. HR experts
generally drive the staffing process and the purpose of the staffing is to fulfill the
requirements of business, and the skill levels presented by each new recruit is likely to
be judged better if the line managers are involved in the recruitment and selection

process.

Budhwar and Sparrow (2012) suggest that in business strategy implementation the
involvement of line managers in the entire staffing process (i.e., drafting of job
descriptions, setting selection criteria and being on the panel of recruitment) is vital for
ensuring recruitment and selection to meet business needs. In other words, the line
managers are the owner of the recruitment and selection process along with HR playing

a facilitator role.

This study contributes to the SHRM literature by investigating the extent to which
recruitment and selection integrates with business strategy and the relative effects of
different levels of such strategic integration on organisational performance. A salient
conclusion is a majority of the investigated Indian enterprises tended to have high levels

of strategic integration in recruitment and selection.

This finding indicates that there is robust HR input into business strategies, and business
strategies are generally interpreted into HRM policies and practices in Indian
enterprises. Also, a high level of strategic integration in business strategy formulation is
often accompanied with a high level of strategic integration in business strategy

implementation.
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This finding can be explained in a way that when HR strategy and policies are driven by

business strategies they tend to be implemented to meet strategic needs.

The research findings have significant implication for practitioners. The conceptual
framework developed in this study was tested to show the indicators of recruitment and
selection strategies integration in both business strategy formulation and business
strategy implementation. Business organisations can relatively easily translate them into
questions to assess and improve the level of recruitment and selection strategic
integration and put to use. Using the same approach, but modifying indicators business
organisations can assess and improve the level of strategic integration in other HRM

functions or overall HRM, and consequently, improve organisational performance.

It needs to be noted that recruitment and selection strategic integration does not result in
the reduction in employee turnover. Thus, in order to increase employee retention it is
important that enterprises need to pay more attention to other HR issues, such as

recognition, personal development and work life balance.

This study identifies avenues for future research. This study assessed only recruitment
and selection, and, therefore, further research may examine strategic integration in other
HRM areas. Moreover, socio cultural factors affect SHRM practices in different
national contexts hence, cross cultural research is needed in order to draw a general
conclusion on the relationship between HRM strategic integration and organisational

performance indicators.

One limitation identified of this study is the use of single informant which in this case
HR managers or executives responsible for HR matters. Further research may consider

using multiple sources to increase data credibility.

Recruitment and selection are vital functions of human resource management for any
type of business organization. These are terms that refer to the process of attracting and
choosing candidates for employment. The quality of the human resource the firm has

heavily depends on the effectiveness of these two functions.

Recruiting and selecting the wrong candidates who are not capable come with a huge

negative cost which businesses cannot afford. Thus, the overall aim of recruitment and
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selection within the organization is to obtain the number and quality of employees that

are required to satisfy the strategic objectives of the organization, at minimal cost.

As explained by Opatha (2010) recruitment is the process of finding and attracting
suitably qualified people to apply for job vacancies in the organization. It is a set of
activities an organization uses to attract job candidates who have the needed abilities
and attitudes. Recruitment is the process of generating a pool of qualified applicants for

organizational job vacancies.

For Ofori and Aryeetey (2011) recruitment is the process of generating a pool of
competent individuals to apply for employment within an organization. Evidence has
shown that larger corporations are more likely than smaller organizations in
implementing sophisticated recruitment processes with majority of smaller
organizations relying on referrals and advertising as their recruitment practices of

choice.

The general purpose of recruitment according to Gamage (2014) is to provide the
organization with a pool of potentially qualified job candidates. The quality of human
resource in an organization highly depends on the quality of applicants attracted because

organization is going to select employees from those who were attracted.

In the same vein, Henry and Temtime (2012) construed recruitment as the entry point of
manpower into an organization and the path an organization must follow from there on
in order to make sure that they have attracted the right individuals for their culture and

vibes so that the overall strategic goals are achieved .

On the other hand, selection is the process of making the choice of the most suitable
applicant from the pool of applicants recruited to fill the relevant job vacancy. Selection
is the process by which specific instruments are engaged to choose from the pool of

individuals most suitable for the job available.

Selection involves the use of one or more methods to assess applicant’s suitability in
order to make the correct selection decision and can be alternatively seen as a process of

rejection as it rejects a number of applicants and select only a few applicants to fill the
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vacancy. Thus, selection function may be a negative function rather than a positive

function.

According to Gamage (2014) the objectives of selection function are to get the right
person to the right job, establish and maintain a good image as a good employer, and
maintain the selection process as cost effective as possible. Selection is an extremely

important aspect to consider for businesses due to a number of reasons.

Often the performance of businesses relates directly to the people working within it,
meaning the right people need to be hired to ensure organizational success. It is also an
expensive process to hire someone new into the organization. So it is not something
organizations want to put time and money into just to find they have hired somebody
who is not suitable. It is vital that organizations get the process right the first time
round, because resources are scarce enough as it is. Selecting the right applicant can be
a difficult task, but at the end of the day, the organization’s reputation is held by the
people it employs.

Recruitment and selection form a major part of an organization’s overall resourcing
strategies, which identifies and secures people needed for an organization to survive and

succeed in the short to medium-term.

In fact, the basic purpose of recruitment is to create a pool of suitably qualified
candidates to enable the selection of the best candidates for the organization, by
attracting more and more employees to apply in the organization whereas the basic
purpose of selection process is to choose the right candidate to fill the various positions

in the organization.

Available evidence indicates that there is a positive and significant relationship between

recruitment and selection and the performance of an enterprise.

Sang (2014) for example discovered a positive association between recruitment and
selection and business performance. Such were also of positive results between
recruitment and selection and performance as seen in Ichniowski and Shaw (2012),

Katou and Budhwar (2011) and Wright et al. (2014).
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Other studies such as Syed and Jama (2012) have equally shown that implementing an
effective recruitment and selection process is positively related to organizational
performance. With specific reference to recruitment and selection criteria and
organizational performance, Montana and Charnov (2010) maintained that recruitment
and selection include sourcing candidates by advertising or other methods, screening
potential candidates using tests and interviews, selecting candidates based on the results
of the tests or interviews, and on-boarding to ensure that the candidates are able to fulfill

their new roles effectively.

According to Huselid (2014) it is recruitment procedures that provide a large pool of
qualified applicants, paired with a reliable and valid selection regime that will have a
substantial influence over the quality and type of skills new employees possess. The
implication of this line of thought is that an organization’s human resource policies and

practices represent important forces for shaping employee behaviour and attitudes.

For Gamage (2014) the selection practices will determine who is hired. If properly
designed, it will identify competent candidates and accurately match them to the job.
The use of the proper selection device will increase the probability that the right person
is chosen to fill a slot. When the best people are selected for the job, productivity
increases. Little wonder that literature such as Terpstra and Rozell (2013) reported of a
positive association between the extensiveness of recruiting, selection test validation

and the use of formal selection procedures and firm profits.

Similarly, Rauf (2012) discovered that sophisticated recruitment and selection
procedures are positively related to performance in organizations. Writing on some of
the challenges facing recruitment and selection criteria in organizations, Istvan (2010)
observed that there are a plenty of techniques used in recruitment and hiring today
among which are some methods not accepted by experts universally, or not

recommended for the hiring process.

As argued by Istvan (2010), selection methods can be evaluated in several ways. One
possible approach is to compare hiring techniques on the basis of their validity,
impartiality, scope of usage, and cost. In all, Sinha and Thaly (2013) noted that there is

a variety of recruitment approaches (e.g. employee referral, campus recruitment,

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 81



Employment Issues and Challenges (Indian Perspective) ISBN: 978-93-93810-43-4

advertising, recruitment agencies/consultants, job sites/portals, company websites,
social media etc.); and most organizations will use a combination of two or more of

these as part of a recruitment process or to deliver their overall recruitment strategy.

However, which recruiting channels should be used depends on the job position, on the
company’s employer brand, on the resources the company has on its recruiting team, on
how much recruiting budget the company has, etc. One can use them all and find out
which suits the best. Every recruiting channel offers different benefits and limitations
and works better for certain situations and companies. The key is collecting real-time
recruitment metrics on these recruiting channels to figure out what works best for the

company in different situations.

The recruiting experience of each company is different and the best way to figure out
what works best is to analyze metrics based on the past recruiting efforts, not the efforts
of everybody else. Once the company has its recruiting metrics solution in place, it is

time to start using the recruiting channels that the company thinks will work for it.

The effectiveness of different recruitment and selection criteria of employees has been
the topic of research for over 60 years. The effectiveness has primarily been assessed by
examining the rates of turnover, job survival and job performance along with
organizational issues such as referrals by current personnel, in-house job postings, and

the rehiring of former employees.

The study by Sen and Saxena (2012) has emphasized the importance of a quality
process during the time of recruitment and hiring given that the right type of labor is
hard to come by. In fact, while lending credence to the importance of hiring quality
candidates who are hard to find Tendon (2011) warned that HR deficiency is unrelated

to huge population.

While reporting that recruitment is the only component for attracting and retaining
knowledge workers, Unwin (2014) gave significance to the process involved during the
time of recruiting and hiring good candidate. Although the study conducted by
Subbarao (2011) explained the recruitment sources used by individual job seekers at

various levels, the study further highlighted the importance of different types of

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 82



Employment Issues and Challenges (Indian Perspective) ISBN: 978-93-93810-43-4

approaches used at the time of recruitment which in turn makes any organization well

established or less established.

According to Sarkar and Kumar (2012) organizational performance is hinged on the
approach which the organization adopts in the recruitment and selection of employees.
To this end, Sarkar and Kumar (2012) spoke of a holistic model of recruitment i.e.
emphasizing the importance of the whole process of recruitment and the

interdependence of its parts.

Vyas (2011) asserted that the current trend is that organizations are looking for methods
of reducing the time and effort in the recruitment and selection process. However,
Munyon, Summers, Ferris and Gerald (2011) admonished that methods of team staffing
should translate to competitive advantages to a firms. In similar vein, DeVaro (2013)

demonstrated that recruitment strategies can lead to positive organizational outcomes.

For Sinha and Thaly (2013) adopting qualitative system in recruitment and selection has
helped organizations to grow as they have been able to get the right people for their
vacancies. In addition, the appropriate channels have helped the organizations to get the

different and varied sources to which they can turn to for effective hiring.

Recruitment and selection in any organization is a serious business as the success of any
organization or efficiency in service delivery depends on the quality of its workforce
who was recruited into the organization through recruitment and selection exercises.
Since recruitment and selection involve getting the best applicant for a job, it has been
emphasized that recruitment procedures that provide a large pool of qualified applicants,
paired with a reliable and valid selection regime, will have a substantial influence over

the quality and type of skills new employees possess.

For Mullins (2012) the important thing is for some suitable plan to be used, complying
with all legal requirements relating to employment and equal opportunities, to follow
recommended codes of practice and to ensure justice and fair treatment for all

applicants.

Bohlander, Snell & Sherman (2011) reported that it is important for managers to

understand the objectives, policies and practices used for selection. More importantly,
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those responsible for making selection decisions should have adequate information upon

which to base their decisions.

As Robbins (2014) observed, organization’s human resource policies and practices

represent important forces for shaping employee behaviour and attitudes.

According to Okoh (2014), not just that organizational selection practices determine
who is hired, the use of the proper selection criteria will increase the probability that the
right person will be chosen. When the best people are selected for the job, productivity

increases.

Huselid (2014) observed that recruitment and selection criteria have significant
organizational performance effect due to the provision of large pool of qualified
applicants: paired with a reliable and valid selection it has a substantial influence over

the quality and type of skills new employees possess.

Similarly, Gamage (2014) noted that the recruitment and selection practices will
determine who is hired, shapes employee behaviour and attitude. If properly designed, it
will identify competent candidates and accurately match them to the job. The use of the
proper selection device will increase the probability that the right person is chosen to fill

a slot. When the best people are selected for the job, productivity increases.

According to Rauf (2012) Terpstra and Rozell (2013) there is a positive association
between the extensiveness of recruiting, selection test validation and the use of formal

selection procedures, organisations performance and firm profits.

Rauf (2012) further concurred that sophisticated recruitment and selection procedures
are positively related to performance in organizations. Accordingly, Okoh (2014), not
just that organizational selection practices determine who is hired, the use of the proper
selection criteria will increase the probability that the right person will be chosen. When

the best people are selected for the job, productivity increases.

Recruitment and selection in any organization is a serious business as the success of any
organization or efficiency in service delivery depends on the quality of its workforce

who was recruited into the organization through recruitment and selection exercises.
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Bohlander, Snell & Sherman (2011) reported that it is important for managers to
understand the objectives, policies and practices used for selection. More importantly,
those responsible for making selection decisions should have adequate information upon

which to base their decisions.

As Robbins (2014) observed, organization’s human resource policies and practices
represent important forces for shaping employee behaviour and attitudes. In view of the
findings, the study suggests that in designing and instituting recruitment and selection
criteria quality should not be compromised. This is more so as the right type of labour is
hard to come by. Furthermore, given that organizational environment is ever changing,
the bank’s management is implored to constantly evaluate the bank’s selection methods

on the basis of their validity, impartiality, scope of usage, and cost.

In fact, Hustad and Munkvold (2014) stated that effective HRM is vital in order to be
able to meet the market demands with well-qualified employees at all times. Typical HR
programs involve activities such as record keeping, recruiting, selection, training,
employee relations, and compensation. However, all these programs involve multiple
activities, and these HR activities can be classified into three broad categories:

transactional, traditional, and transformational.

Bernik, Florjancic, Crnigoj and Bernik (2012) contends that transactional activities
involve day-to-day transactions that have to deal mostly with record keeping—for
example, entering payroll information, employee status changes, and the administration

of employee benefits.

Traditional activities involve HR programs such as planning, recruiting, selection,
training, compensation, and performance management. These activities can have
strategic value for the organization if their results or outcomes are consistent with the

strategic goals of the organization.

Transformational activities are those activities that add value to the organization for
example, cultural or organizational change, structural realignment, strategic redirection,
and increasing innovation. The use of Information Technology (IT) has been advocated

as an opportunity for human resource (HR) professionals to become strategic partners
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with top management. The idea has been that IT would allow for the HR function to

become more efficient and to provide better information for decision-making.

HRM generally uses IT tools such as Human Resource Information System (HRIS).
HRIS is said to be an integrated system of acquiring and storing data used to make

analysis, make decisions in the field of HR.

A contemporary HRIS is a dynamic database about employees’ performance and
demographic information. HRIS provides information about employees’ data,
employment, application requirement, job characteristics, selection and staffing,
procedures of employment, corporate structure, professional and individual
improvement, education costs, performance appraisal, personnel planning, organizing

etc. Besides this data are used for many purposes simple or complex.

Recruitment is a positive process of finding and employing the human resource that can
aid in achievement of business objective whereas selection is a part of the recruitment

process deals with decision making on the applicants that shall join the organization.

The first step in attracting candidates is to analyze recruitment strengths and weaknesses
of the organization, is the business a winning employer, this analysis can be utilized in

developing an employee value proposition and employer brand.

An induction program is the process used within many businesses to welcome new
employees to the company and prepare them for their new role. Induction first step
towards gaining an employees' commitment, it is aimed at introducing the job and
organization to the recruit and him to the organization. It involves orientation and
training of the employee in the organizational culture, and showing how the employee is

interconnected to everyone else in the organization.

Talent management can be a discipline as big as the HR function itself or a small bunch
of initiatives aimed at people and organization development. Different organizations
utilize talent management for their benefits. This is as per the size of the organization
and their belief in the practice. It could just include a simple interview of all employees

conducted yearly, discussing their strengths and developmental needs. This could be
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utilized for mapping people against the future initiatives of the company and for

succession planning.

The following talent management model can adapt to the automobile industries and the
model created by the researcher based on the talent management dimensions and

selected variables.

Recruitment is a positive process of finding and employing the human resource that can
aid in achievement of business objective whereas selection is a part of the recruitment

process deals with decision making on the applicants that shall join the organization.

The first step in attracting candidates is to analyze recruitment strengths and weaknesses
of the organization, is the business a winning employer, this analysis can be utilized in

developing an employee value proposition and employer brand.

An induction program is the process used within many businesses to welcome new
employees to the company and prepare them for their new role. Induction first step
towards gaining an employees' commitment, it is aimed at introducing the job and
organization to the recruit and him to the organization. It involves orientation and
training of the employee in the organizational culture, and showing how the employee is

interconnected to everyone else in the organization.
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Figure 3.1 Talent Management Model

An induction program is an important process for bringing staff into an organization. It
provides an introduction to the working environment and the set-up of the employee
within the organization. The process will cover the employer and employee rights and

the terms and conditions of employment.

As a priority the induction program must cover any legal and compliance requirements
for working at the company and pay attention to the health and safety of the new

employee.

Culture
Organizational culture is the workplace environment formulated from the interaction of
the employees in the workplace. All of the life experiences, strengths, weaknesses,

education, upbringing, and so forth of the employees define organizational culture.
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While executive leaders play a large role in defining organizational culture by their

actions and leadership, all employees contribute to the organizational culture.

Culture is the environment that surrounds you at work all of the time. Culture is a
powerful element that shapes your work enjoyment, your work relationships, and your
work processes. But, culture is something that you cannot actually see, except through
its physical manifestations in your work place. In many ways, culture is like personality.
In a person, the personality is made up of the values, beliefs, underlying assumptions,

interests, experiences, upbringing, and habits that create a person’s behavior.

Leadership

The way you treat people is one of the most important factors in all the companies. The
ability to keep the talent, organizations want and need to make your business successful.
As a manager, as a leader, may be one of the most important talent retention tools that
the company has. In addition, remember the key to retention success: People don’t leave

corporations; they leave bosses.

Some leaders are content to glance over an internal exit interview and conclude that the
valued talent is walking out the door because other companies are offering better
salaries or benefits packages or because someone else offered them a chance to advance

or do something different.

Work Environment & Exit Interview

Many people leave jobs because of the way they perceive the working environment and
their opportunities to do what they love to do in a way that allows them to be effective,
efficient and successful. In fact, in many cases when people leave a job because of a

mismatch with the job, the mismatch is perceived rather than actual.

This perception points to either a poor hiring decision or a failure of management to
provide people with the tools and the opportunities they need to do the job. Often people
point to the immediate supervisor (boss) as the reason for leaving a job. This might be
because the supervisor is not able to adequately communicate expectations or goals. It
might be due to the supervisor’s management style. It is often because the individual
believes the manager is not providing the equipment, materials, resources or opportunity

to perform the job adequately.
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Team Management

This Involves working with others in a group towards a common goal. This requires
cooperating with others, being responsive to others' ideas, taking a collaborative
approach to learning, and taking a responsibility for developing and achieving group
goals. Teamwork uses the background skills of collaboration, mentoring, decision

making and delegation.

Team management refers to techniques, processes and tools for organizing and

coordinating a group of individuals working towards a common goal in a team.

Interpersonal Skills & Personal Motivation
Interpersonal skills include not only how we communicate with others, but also our
confidence and our ability to listen and understand. Problem solving, decision making

and personal stress management are also considered interpersonal skills.

People with strong interpersonal skills are usually more successful in both their
professional and personal lives. They are perceived as more calm, confident and
charismatic - qualities that are often endearing or appealing to others. Being more aware
of your interpersonal skills can help you improve and develop them. Interpersonal skills
are sometimes also referred to as people skills or communication skills. Interpersonal
skills are the skills a person uses to communicate and interact with others. They include

persuasion, active listening, delegation, and leadership.

The term "interpersonal skills" is used often in business contexts to refer to the measure
of a person's ability to operate within business organizations through social
communication and interactions. Interpersonal skills are how people relate to one

another.

Training and Development

Training and development is the field, which is concerned with organizational activity
aimed at bettering the performance of individuals and groups in organizational settings.
It has been known by several names, including human resource development, and
learning and development. Training and development encompasses three main

activities: training, education, and development.
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While talent development is reserved for the top management it is becoming
increasingly clear that career development is necessary for the retention of any
employee, no matter what their level in the company. Research has shown that some
type of career path is necessary for job satisfaction and hence job retention. Perhaps

organizations need to include this area in their overview of employee satisfaction.

Career Management

Career Management is the combination of structured planning and the active
management choice of one's own professional career. The outcome of successful career
management should include personal fulfillment, work/life balance, goal achievement
and financial security. Career management is the lifelong process of investing resources
to achieve your career goals. Career management is not a singular event but a
continuing process that is a necessity for adapting to the changing demands of the 21*

century economy.

Performance Appraisal

A performance appraisal is a method by which the job performance of an employee is
evaluated. Performance appraisals are a part of career development and consist of
regular reviews of employee performance within organizations. Performance Appraisal
is the systematic evaluation of the performance of employees and to understand the

abilities of a person for further growth and development.
Performance appraisal is generally done in systematic ways which are as follows:

The supervisors measure the pay of employees and compare it with targets and plans,
the supervisor analyses the factors behind work performances of employees. The

employers are in position to guide the employees for a better performance.

Reward

In a competitive business climate, more business owners are looking at improvements in
quality while reducing costs. Meanwhile, a strong economy has resulted in a tight job
market. So while small businesses need to get more from their employees, their
employees are looking for more out of them. Employee reward and recognition
programs are one method of motivating employees to change work habits and key

behaviors to benefit a small business.
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Focus on Policies and Procedures

Succession planning is being able to effectively and promptly re-fill a role, not replacing
a certain person. Be sure all key positions are defined well, and then look to find the
best person to fill the position. Do not look for someone who is just like, or a lot
different than, the previous employee. Hiring of new employees must be in accordance
with up-to-date personnel policies to ensure fair, equitable and legally compliant

employment practices.

The best succession planning results from a working partnership between management
and employees to accurately define the employee’s role and current priorities, and the

employee ensuring that management has the information and resources to refill the role.

Critical Role Identification

Organizations differ in size, scope and type, so it is difficult to stipulate what level of
the organization critical roles should be identified. The aim of succession management
in its basic form is to minimize the disruption and possible risks to organizational
objectives caused by personal changes and periods of time a post may be left vacant

during the post filling process.

Talent management is a new to the organizations. Most of the organization’s talent
management practices are in very primary stages. Hence, rewards are not directly linked
to the performance management system and talent management system. With the
economic downturn, there are many challenges to be faced. The retention strategy is

most challenged compared to the other strategies.

Succession planning as a strategy has become almost a null concept as the company
structures become flattening and the levels of hierarchy become less. Linking
performance to the reward system is also very limited. Therefore, organizations are

compelled to reward in terms of intangible benefits rather than tangible benefits.

Failures in talent management are mainly due to the mismatch between the supplies and
demand; not due to the failure in the concept. We need a new way of thinking about the
talent management challenge. A new framework for talent management has to begin by
being clear about the objectives. Talent management is not an end in itself. It is not

about developing employees or creating succession plans. Nor is it about achieving
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specific benchmarks like a two percent turnover rate or five percent absenteeism, having

the most educated workforce, or any other tactical outcome.

The goal of talent management is the much more general, but the most important task of
Talent Management is to help the organization to achieve its overall organizational

goals and objectives at a minimum cost using the highest talented people.

The present study is an attempt to identify the hidden talents of employees and find out
the obstacles to identify these talents. As we know, various organizations are going for
downsizing or VRS (Voluntary retirement scheme) /CRS (Compulsory retirement

scheme) because of the recession.

Today, these organizations are facing shortage of talented manpower; therefore, they
can be benefited by making a better use of the hidden talents of their employees. For
example, a person who is working as an accountant in the organization and he also has a
good knowledge of event management. Then an organization can identify such an
employee’s hidden talent, train him and utilize his talent for managing the various

events for the organization.

The present study gives an idea about the various aspects of the study, such as-
conceptual perspective of talent management, definitions of hidden talent and talent
management, significance of talent management, its evolution and management
responsibilities regarding hidden talent management, differentiator strategy of talent

management and types of talent.

This study is structured along a literary review which provides theoretical framework of
the uniqueness of talent management system in an organization. In the following

paragraphs the researcher has explained the concept of talent management in brief.

Over the years, talent management has evolved, along with expanding responsibilities
and sophistication of the HR profession to be incorporated into the goals and strategy of
an organization. Talent management has moved away from being an administrative
process to a continuous organizational practice with a strategic focal point that drives

organizational outcomes.
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The treasure of talent is now hunted in the famous talent wars. It is the top business
priority for leaders, surpassing the growth as a commercial objective, according to a
new international study. Talent management is the ability to create and use talent to
achieve organizational objectives. The term covers a wide range of talents such as

technological talents, managerial talents etc.

Talent management is the proven practice of using interconnected human resource
processes to provide a simple fundamental benefit to any organization. The term talent
management means different things to different organizations. To some it is about the
management of high worth individual or the talented, whilst to others it is about how
talent is managed generally —i.e. on the assumption that all people have talents which

should be identified and liberated.

Talent management is the last major business function to be automated with
comprehensive data capture and analytics. As a result, many companies know more
about their laptops than their people. This concept refers to the anticipation of required
human capital the organization needs at the time then setting a plan to meet those needs.

Talent management in this context does not refer to the management of entertainers.

Many organizations today, look at talent management as a new process like Total
quality management or knowledge management. Like any change initiative, introducing
talent management process in a company needs to be preceded by clear objective and an
understanding of what are the key benchmarks to be achieved in the process. Research
has shown that talent management and best practice transfer happen best when the

process is driven by an intention to create value for the business.

Organizations in the west are already feeling the shortage of great management talent.
“Talent is the fundamental basis of competition and organizations having superior
talented employees are able to coordinate and combine their traditional resources and
capabilities in creative and distinctive ways and provide more value to their customers.

The pivotal talent pools are the vital targets for HR investment and leader attention.

Organizations have specific talent management strategies for this pivotal talent. For
example- In the case of 3M a fast tracker/high potential pivotal talent is an employee

who consistently contributes at a significantly high level. Confidence exists that the
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individual will move to the next job band within three years and in case of west coast
Energy he is the one who “demonstrates a pattern of success in new and tough situations
levels tracks in the sand takes personal risks and makes processional sacrifices”. Yet, all
organizations face the talent war on retention of these high performers which essentially

form, among others, the base for organizations.

Relevant talent empowers and facilitates performance. It strengthens linkages between
effort and performance. Today, the economic environment is a complex interaction of
volatility, uncertainty, complexity, ambiguity; the delayed reaction. It extends from

talent agencies and managers.

The changing times, organizations are discovering the criticality of the stabilization
process conducted leadership that ensures a high level of leadership of liquidity as
managers’ cascades. Deeply integrated talent management strategy within the overall
strategy of the company (Human resource empowerment) taking a longer term horizon,
the initiatives can also be extended to other areas like talent acquisition, performance

and talent management leadership development.

The current global workforce is the result of major demographic change, coupled with
the effects of globalization. Increasingly, organizations must meet the needs of the
employees of two generations-old and new. Similarly also the need to balance the need
for transparent migration of talent across multiple sites based on business needs more

fluid.

Building strong organizations in the future, organizations and business people view
talent management as a critical business enabler and to connect the volatile business
climate with changes in demographics global workforce. By harnessing the hidden
talents of employees, bosses can transform not only their business but also maximizes

the use of their employees’ full potential.

The key to unlocking these talents is to identify the hidden talent of the employees and
effective training, citing the example of staff acquiring presentation skills or
management skills through voluntary work as well as offering careers advice and E-

learning.
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According to a survey by learn direct business, 60 percent of staff believes, they have a
talent developed outside of work. Their employees could make use of such talents
ranged from writing ability and IT skills to sales ability. Furthermore, 82 percent of staff
said their managers had never enquired about their hidden talents. There is a hidden
talent in each and every person .But many times management never enquires and
utilizes this hidden talent of the employees for the development and achieving the

objectives of the organization.

It is the responsibility of every organization to identify the hidden talent of the
employees as every employee having the hidden talent. If the management finds out the
hidden talent of their employees and accordingly makes a record of that and gives the
training for that talent and utilize it for the organization, it will not only save the money
of the organization but also the employees will feel how important they are in the
organization. In the following paragraphs the researcher has taken a brief review of

evolution of Talent Management Concept.

The Talent Management is term which emerged in the 2000’s to incorporate
development in HRM, which placed more of an emphasis on the management of human
resources or talent. There are various stages of evolution of the term talent management.

These stages are explained below.

Stage-1-Personnel Department

In the 2000s and 2000s the business function which was responsible for people was
called "The Personnel Department." The role of this department was to hire people, pay
them, and make sure they had the necessary benefits. The systems which grew up to
support this function were batch payroll systems. In this role, the personnel department

was a well understood business function.

Stage2 —Strategic Human Resource-

In the 2000 In the 2000s and 2000s organizations realized that the Human Resource
function was in fact more important and the concepts of "Strategic HR" 6 emerged.
During this period organizations realized that the Vice President of Human Resource
had a much larger role, viz- recruiting the right people, trained them, helping the

business design job roles and organization structures (organization design), develop
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"total compensation" packages which include benefits, stock options and bonuses, and

serving as a central point of communication for employee health and happiness.

The "Head of Personnel" became the "VP of HR" and had a much more important role
in business strategy and execution. The systems which were built up to support this new
role include recruiting and applicant tracking (ATS), portals, total compensation
systems, and learning management systems. In this role, the HR department now
became more important than a business function: It is a business partner, reaching out to

support lines of business.

Stage-3-Talent Management
Talent Management is increasing continuously. While strategic HR continues to be a
major focus, HR and learning and development organizational are now focused on a

new set of strategic issues.

Figure-3.2

Evolution of the HR Function
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1). How can we make our recruiting process more efficient and effective by using

“competency-based” recruiting instead of sorting through resumes, one at a time?

2). How can we better develop managers and leaders to reinforce culture instill values

and create a sustainable “leadership pipeline”?

3). How do we quickly identify competency gaps? So we can deliver training, e-
learning or development programmes to fill these gaps? How can we use these gaps

to hire just the right people?

4) How do we manage people in a consistent and measurable way so that everyone is

aligned, held accountable and paid fairly?

5) How do we identify high performers and successors to key positions throughout the

organization to make sure that we have a highly flexible, responsive organization?

6) How do we provide learning that is relevant, flexible, convenient and timely? These

are the new and more challenging issues which require new processes and systems.

They require tighter integration between the different HR Silos and direct integration

into the line of business management processes.

Today, organizations are starting to buy, build and stitch together performance
management systems, succession planning systems and competency management
systems. Therefore, the talent management as an element of HR function is becoming

integrated with the business in a real time fashion.

In current economic conditions, many organizations have felt the need to cut expenses.
This should be the ideal environment to execute a talent management system as a means
of optimizing the performance of each employee and the organization. In the following
paragraphs the researcher has highlighted the responsibility of management regarding

the need to identify the hidden talent of the employees.

RESEARCH STUDY
According to Kirstie Donnelly, Director of products and marketing, learn direct

business by harnessing the hidden talents of potential superhero employees,
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management can transform not only their business but also maximizes their employees

full potential.

As stated earlier, it is the responsibility of the management to identify the hidden talent
of the employees as every employee having the hidden talent. If the management
members of the organization know the hidden talent of the employees and accordingly
make a record of that and give the training for that talent and utilize it for the growth of

the organization.

Effective training strategy plays an important role in this context. It is the key to
unlocking hidden talents and ensuring employees meet the day to day business
objectives. For example, an employee may run a football team or do voluntary work for
a charity. These activities will be assigned to them as per their talents which can be used
to inspire or motivate clients and colleagues. It is the prime responsibility of the

management members to make aware to the employees regarding their hidden talents.

Kirstie explained in this context that, we are calling on both employers and employees
to talk to each other about hidden talents and realize these hidden inner potentials of
employees. Not only does it make good business sense but it also motivates and
empowers employees. Many organizations have plenty of talents among their
employees, but they never try to discover or exploit these hidden talents but they
assume that they lack talents. The management members should think positively in this

context.

In today’s liberalized and globalized economy era, finding external talent to fulfill
organizations’ needs are not always possible, and nor always necessary. Just by paying
attention and asking the right questions management members will likely to discover

many hidden talents among the existing employees.

Talented employees are like an inventory, if they are not managed and developed, they
are the same as an underperforming asset. A ,,Talent Capability Mapping’ strategy
provides an organization with a framework to identify top talent. Thus it is a
responsibility of the management to prepare an effective talent capability mapping

strategy.
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The drive and desire to manage talent effectively, should be a strategic priority. Growth
of organization is depends on its people and the overall development of people depends
on the development policies of the organization. The problem faced by many
organizations lies with management peoples/managers who do not think it is important

to develop their working people.

Whether these are the accidental manager’ who have been over promoted and are lost
lambs or the “Schizophrenic bully’ whose main objective is self-promotion. No point in
closing the stable doors once the rising stars in your team start bolting their way to the

competition.

Talent management cannot and should not be isolated from business strategy, whether
you are running a global conglomerate or managing a trendy Coffee shop on the high
street. Take your eye off the talent management ball and you will lose your best people
and your business will suffer. In the next paragraphs researcher has taken a brief review

regarding differentiator strategy of Talent Management.

Differentiator Strategy of Talent Management
Talent has become the key differentiator between two equally competitive work
organizations. Grounded within Strategic HRM, the management of talent seems to be

the only key function which HRM is playing strategically in organizations.

Talent management ensures HR function to have a direct impact on the performance of
the company through the careful management of its talent portfolio. Talent management
has developed and evolved over the years in response to the many changes at

workplace.

Adapting itself from “Tayloristic” perspective of manpower, to the relationship driven
nature of “ Human Relations” movement, to this century’s downsizing and the current
“talent wars” between organizations. Though the war for talent in organizations has
been dampened by economic concerns as well as concerns for global security, the real
battle to attract, develop, motivate and retain talent is going to heighten in the coming

years.
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Talent management is fast gaining top priority for organizations across countries. The
various aspects of Talent Management are recruiting, selection, on boarding, mentoring,
performance management, career development, leadership development, replacement
planning or recognition and rewards etc, which get HR to the business strategy table

stakes. In the following researcher has explained the types of talents.

Types of Talent

The talent matrix in many organizations like Baxter, Phillips, Siemens, GE, JK Org,
Pepsico, Coke etc, provides a classification of talent types. This matrix is essentially a
performance potential matrix and came into practice with GE’s nine block evaluation

tool.

The concept of Talent Management exists in every organized setting, the extent of its
formalization and effectiveness determines its success. It can be proactive or reactive.
Proactive talent management is when employers have an integrated system in place to
identify talent, assess its importance to the organization, develop it, and allocate training

and other resources.

An organization with proactive talent management process will have to manage the

following challenges-

1) Assessing competencies and ranking their importance to the organization,

developing training, emphasizing them.

2) Dealing with forces that affect talent, such as demographics, the need for work/life

balance, employees’ desire to control their own futures and the changing nature of

HR.

3) Examining the return on investment from employees and determining their value to

the organization.
4) Creating compensation and long-term incentive plans that reward top performers.

5) Selecting the performance management system that best fits the workplace,
including choosing the right appraisers and deciding whether skills, results or traits

such as autonomy or judgement should be the basis of measurement.
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6) Using feedback mechanisms like 360 degree feedback, including successfully

7)

1).
2).

3).

4).

5).

6).

communicating its purpose and use to employees.

Casting a wider net by finding talent in unexpected places and using informal
evaluations to identify employees who might go further. For Example-the
temporary employee whom a company hired and made a manager within a few
months or like the staff who spent numerous years typing letters until he was asked
to become a customer care executive in which he excelled. In the following
paragraphs the researcher has given some functional and conceptual definitions

about the concept of “Hidden Talent”
Hidden is defined as “difficult to find or not accessible to view; Concealed”.

According to Chris Philps,(UK),Talent is defined as ability or quality possessed by

a person in a particular field or activity”

According to Chris Philips(UK), “Talent Management is evolving to become a
series of complex HR processes combined to make sure you have the right staff, in

the right role, doing the right things ”

According to Skellie-Hidden Talent has been defined as things you are great at but

nobody knows about.

According to SHRM(Society of Human Resource Management) glossary of term as
“the implementation of integrated strategies or systems designed to increase
workplace productivity by developing an improved process for attracting,
developing , retaining and utilizing people with the required skills and aptitude to

meet current and future business needs”.

DDI (Development Dimensions International) defines Talent Management as “the
system in which people are recruited, developed, promoted, and retained to
optimize the organization’s ability to realize positive business outcomes in the face
of shifting competitive management is a business process that systematically closes
the gap between the talent an organization has and the talent it needs to successfully

respond to current and emerging business challenges.
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Significance of Talent Management

Business leaders have instinctively known that top talent drives superior performance
whether that realisation is evident in an outstanding sales representative who
consistently exceeds quotas or in a brilliant engineer who develops the next product
innovation. Over the past half a decade, the way business leaders think about talent has
evolved. Now talent is a priority issue in the boardroom, policies and technology to

acquire, retain and optimize talent in the organization.

In fact, one study of executive (CFO-Research Services and Mercer Human Resource

Consulting, 2002) found that-
1) 82 percent believe that human capital has an impact on profitability.
2) 92 percent think that human capital has a significant effect on customer satisfaction.

3) 72 percent believe that human capital has an impact on innovation and new product

development.

FINANCIAL BENEFITS OF TALENT MANAGEMENT

There are pros and cons of every management philosophy and the associated processes.
Talent management is no exception to it. While many organizations simply decline to
have it under their umbrella because it costs the exchequer, still others approve of it
equally strongly as an effective people management process. Before we discuss the
financial benefits of talent management the following may be of our interest and worth a
thought: Most of the organizations are short sighted, when it comes to people

management.

People management may not go well with pure capitalists. Organizations and industries
are growing at a fast pace, faster than the rate at which talent is produced. There is
dearth of talented and skilled professionals at both the top as well as bottom. Due to
cutthroat competition and a consequent lack of talented professionals the attrition rates
have increased across all industries, especially so in services industry. Poaching has
become commonplace; employee retention has become the Achilles heel of

corporations.
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All the above-mentioned statements clearly indicate that the talent is unable to keep
pace with the growing industry and that the industry has failed to breed the pool of
talented individuals as per its requirements. A fast industry growth meant that there
would be a need for talented professionals for upcoming avenues and unfortunately

corporate seemed to miss this.

Business houses nowadays have diversified interests in different industries, employment
opportunities are fast coming up but unfortunately the talent is pool is shrinking. This
tells upon the finances of an organization in a big way. The problem gets even worse
when such a scenario occurs at the top level. An unoccupied executive position can cost

an organization dearly.

The solution - a proper talent management in place can solve this problem. The
following facts become worth consideration here: New employees cost the company 30-
60 % more than the existing employee in terms of compensation only. There is an

additional cost incurred on training and developing the new individual.

The process of recruitment itself costs an organization in a big way, right from
advertising a post, to attracting talent and finally short listing and hiring someone for the
job. Often there is a compromise in hiring when the need is urgent. Organizations
clearly need to look inside for solutions and design and develop better employee
retention, rewards and recognition strategy. Performance management needs to be taken

care of.

Companies that engage in talent management (Human Capital Management) are
strategic and deliberate in how they source, attract, select, train, develop, retain,
promote, and move employees through the organization. Research done on the value of
such systems implemented within companies consistently uncovers benefits in these
critical economic areas: revenue, customer satisfaction, quality, productivity, cost, cycle

time, and market capitalization.

From a talent management standpoint, employee evaluations concern two major areas of
measurement: performance and potential. Current employee performance within a
specific job has always been a standard evaluation measurement tool of the profitability

of an employee.
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The Talent Review meeting is an important part of the overall talent management
process, it is designed to review the performance and career potential of employees, to
discuss possible vacancy risks of current employees, to identify successors and top
talent in the organization, and to create development action plans to prepare employees

for future roles in the organization.

This is what talent management is all about gathering information about talent,
analyzing their career interests and organizational business needs, identifying top talent
and successes, and developing these individuals to reduce the risk of losing the best

people and experiencing extensive leadership gaps when turnover occurs.

Talent Management enables organizations to rapidly align, develop, motivate, and
maintain a high-performance labor force. They also alleviate the hassle of writing
performance reviews by automating the task and ensuring quality of reviews and
reviewed on time. Organizations can establish and communicate critical corporate goals,
measure performance improvement, and ensure that all levels of the organization are

aligned to attain critical business objectives.
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Chapter - 4
Analysis of Data and
Finding of the Study
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The increased use of technology and the changed focus of the HRM function as adding
value to the organization’s product or service led to the emergence of the HR
department as a strategic partner. With the growing importance and recognition of
people and people management in contemporary organizations, strategic HRM (SHRM)

has become critically important in management thinking and practice.

SHRM derives its theoretical significance from the resource-based view of the firm that
treats human capital as a strategic asset and a competitive advantage in improving

organizational performance (Becker & Huselid, 2011).

New Processes supported by IT Adaptation of IT in HR functions has created new HR
processes. These applications are e-learning, virtual recruitment, self-service HR and

portal technologies and new types of working (Strohmeier, 2012).

i. E-learning: e-training, e-learning or web based training is a growing HR application
(Hendrickson, 2013). IT tools can be used for formal and informal education activities.
E-mail, mail lists, dash boards, message systems, web pages, online courses, and media
applications are some of BT tools which support learning in workplace (Benson et al.,

2012).

i1. Virtual recruitment: Web based recruitment; virtual interview, CV searching, online
psychological test and online job announcements have changed and fastened the
recruitment process. These applications also removed the potential obstacles to reach

larger candidate pool (Gardner et al., 2013).

ii1. Self Service HR and portal applications: Employees can perform some of their own
HR activities by means of accessing HRIS. This is called self-service HR. Selfservice

applications can include 60 percent of all HR activities (Ulrich et al., 2013).

Employees who use self-services can easily update and verify personal information,
have information about internal job vacancies, access corporate handbooks, and receive

notices about training programs.

Managers can analyze candidate profiles; construct salary models, view benefits

programs and monitor absentee trends. Moreover, performance appraisal and career
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development can be managed (Lippert and Swiercz, 2014). This also increases

perceived quality of supplied HR services (Ulrich et al., 2013).

HR portals are complex information technology tools (Ruta, 2014). HR portals give the
chance for each individual user to arrange or customize his or her own portal according

to his or her own job responsibility or preferences (Hendrickson, 2013).

Lepak and Snell (2013) underscored that the HR Function must challenge four
apparently contradictory pressures. Accordingly, Lengnick-Hall et al. (2013) identified
that HR departments in almost all organizations are required to be simultaneously
strategic, flexible, efficient, and customer-oriented. Certain authors have suggested that

the use of technology may enable them to achieve these goals.

Parbudyal and Dale (2013) advocated that recruitment plays a critical role in enhancing
organizational survival and success. The recruitment process has been profoundly
affected by major changes (Martin et al., 2013): the retirement of the "baby boomers",
an increasing need for flexibility and responsiveness, and complex modes of

communication.

The development of new “social and sociable” media technology called “Web 2.0”
offers companies and their recruiters’ new perspectives. Despite the growing

importance of e-recruitment, research in this area remains very limited.

In the past much of the time and efforts was spent on a variety of things which had a
little impact on the productivity ignoring human element for long. It dates back to the
early years of 2010s when the employees and the management realized that the
industrial productivity could only be enhanced through an effective management of

industrial manpower resources.

The problems of hiring, holding and motivating the employees have been faced by all
big and small industrial undertakings. The manpower management function is assuming
more significance under the continuous changing socio-economic, political and

technological conditions.

Culture plays a significant role in recruiting and selecting candidates. It is very

important to choose the right candidate for the right job to accomplish the

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 108



Employment Issues and Challenges (Indian Perspective) ISBN: 978-93-93810-43-4

organization’s objective. Different culture laid emphasis on different attributes and
criteria“s for selecting the candidates as the work environment and practices varies from
country to country. When the company is doing the recruitment internationally, they
need to understand and should be clear about accessing the labor pools and the sources

through which it can be assessed.

Difference in the selection process also varies because of the differences in the
education system as in Germany the college graduate may not even come to the job
market until 28 years of age as compared to British which is 22 years. Also the value
system of different individual differs because of the education system and beliefs of the

society.

Cultural differences influence the pattern of recruitment and selection practice and also
the path through which it has to be achieved and HR manager should understand the
culture of the country before the procedure of recruitment and selection as requirement

varies from country to country. Finding a new job also differs from country to country.

According to one survey Greeks, Spanish and French looks for the job through internet
Italians prefers to send resumes and very less percentage of Germans used to send

resumes. The British took the shortest time to find a new job as compared to Spanish.

The results from the analysis indicated a strong agreement (100%) that the bank has a
policy which guides the recruitment activities. Out of the one hundred and thirty
respondents, 72.3% agreed that the bank recruits immediately positions are declared
vacant. However, 53.1% of the participants reported that the bank staff are not always

aware of the existing vacancies in the bank.

That is, information relating to existing vacancies is not brought to the grapevine by the
management. This information gap, according to the result, occurs as a result of non-
involvement of employees in making decisions regarding recruitment of staff as
reported by 69.2% of the participants. Regarding the question of whether recruitment
and selection criteria have significant effect on organization’s performance, 46.2% were

of the view that recruitment and selection criteria affect the organization’s performance.
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The result further showed that 56.9% reported that the bank encourages the influence of
external factors during the selection process. It was also found according to the view of
62.3% of the respondents that the bank does not acknowledge all application letters as a
sign of seriousness on its part. Responding to the question whether objective
recruitment and selection criteria affects the bank’s performance, 48.4% reported that
the more objective the recruitment and selection criteria, the better the organization’s

performance.

Furthermore, 69.2% of the participants disagreed that only candidates with relevant
skills are considered during the selection process in the bank. This is an indication that
in addition to relevant skills, other factors are also considered during the selection
process of the bank. On the question of transparency in the short-listing of job
candidates, 62.3% reported that the recruitment and selection process is transparent in

relation to short-listing of job candidates in the bank.

The findings of this study is in tandem with existing information in the literature that

recruitment and selection criteria have significant effect on organization’s performance.

According to Becker, Huselid and Ulrich (2011) the economic landscape underwent
radical changes throughout the 2010s with increasing globalization, technological

breakthroughs (particularly Internet-enabled Web services), and hyper-competition.

Huselid, Becker and Beatty (2014) argued that the Business process reengineering
exercises became more common and frequent, with several initiatives, such as right
sizing of employee numbers, reducing the layers of management, reducing the

bureaucracy of organizational structures, autonomous work teams, and outsourcing.

Firms today realize that innovative and creative employees who hold the key to
organizational knowledge provide a sustainable competitive advantage because unlike

other resources, intellectual capital is difficult to imitate by competitors.

Accordingly, the people management function has become strategic in its importance
and outlook and is geared to attract, retain, and engage HR. These developments have

led to the creation of the HR or workforce scorecard (Cascio, 2010) as well as added
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emphasis on the return on investment (ROI) of the HR function and its programs (Fitz-

Enz, 2010, 2012).

Ahmad Mahboob (2014) made an attempt in his dissertation on the topic “Human
Resourced Development in Indian Railways” to study the human resource utilization
and their management in Indian Railways. In this study attempts have been made to
critically examine the efficiency of human resource as well as Indian Railways in the

fast changing business environment.

Indian Railways are the biggest service industry employing more than 16.6 lacks
workers spread over length and breadth of the country. A dynamic, effective workforce
and their management are essential for the success of Indian Railways. This study is an
attempt to correlate the success of Indian Railways with effective utilization of human

resource.

Khan Ali M Younus (2011) made an attempt to study the various Personnel Policies and
Practices in Bharat Heavy Electrical Limited (BHEL) A study of BHEL’s personnel
policies and practices i.e. recruitment, promotion, transfer benefits, training and

development, industrial welfare, pay and allowances, award and incentives.

The study shows that BHEL’s personnel policies are commensurate with national
economic policy and conforms to the global standards. The study also reveals that the
personnel of BHEL are skilled, experienced and hard working. BHEL’s schemes,
programs and policies as regards recruitment, promotion, transfer benefits, training and
development, industrial welfare, pay and allowances, award and incentives have been
suitably tuned to the changing needs and times. HBEL has been making continuous

investment in the development of its personnel for success and growth.

Naseem Ghazanfar (2012) in his research on the topic “Human Resource Development
and its Role in Development of Tourism in India” made an attempt to study the role of
human resource development in Indian tourism which is one of the most efficient and

commendable earner of precious foreign exchange for the country.

Tourism is a capital extensive industry and broadly the promotion of international

tourism will mainly be the responsibility of the central government. Development of
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tourism does not confine to development of infrastructure but it is equally dependent

upon trained and efficient human resource.

Tourism industry is famous for its service and therefore its personnel should be highly
professionalized. Human resource development in the expanding tourism raises a sense
of critical new problems that are of concern to both private and public interest. Without
human resource management no industry can perform its work even in technological

cra.

Ahmad Farug (2012) in his thesis on the topic “Strategic Human resource Management
(SHRM), A Case Study of Firms in Bangladesh” made a modest attempt in highlighting
the latest development in the area of SHRM in Bangladesh business firms. The study
shows that how the practices of SHRM are responsible for the improvement in
productivity in firms in Bangladesh. The study also reveals how the growth domestic

product increasing gradually in Bangladesh from 2012 to till the date.

Islam Ziaul (2011) in his research on the topic Manpower Management in India’s
aluminum industries, a case study of HINDALCO Company, focused all the important
issues relating to the manpower management and their adequate utilization by critically

examining and appropriate suggestions are given for improving function of Hindalco.

The study is made on the three aluminum industries Nalco, Hindalco and Indal to
examine the overall strength of manpower, its training and development and business
sector. The study also examines the recruitment and remuneration. It is an attempt to
integrate and coordinate the relevance importance of manpower and the success of these

industries.

Shahid Faisal (2012) studied Human Resource Management in food processing
industries with special reference to Heinz India Ltd, and pointed out that the growth of
modern industry and corporate giants has established that a good management is not

attributable only to effective organizational culture.

It is indeed the outcome of the inter policy of a number of factors, to a great extent it is
due to the ingrained vision of key members who navigate the organization and are the

main driving force of their growth. The success of an organization of course greatly
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depends on a variety of factors particularly vision, leadership, teamwork style, human

resource information system etc.

The strength of those factors cannot exist alone but should be effectively galvanized to
activate them in the nucleus of the organization’s structure which is dynamic in nature.
This study also suggests a long range of strategy to make a considerable improvement in
food processing industries in India through the effective implementations of human

resource.

Garg Jhilmil (2013) has made study on Human Resource Related Policies and Strategies
of Information Technology in India, this study shows that one of the important duties of
modern manager is to get things done through people. He has to bring employees into
contact with the organization in such a way that the objectives of both groups are
achieved. He must be interested in the people, the work, and the achievements of

assigned objectives.

To be effective, he must balance his concerns for people and work. In other words he
must know how to utilize human as well as no human resources by translating goals
with action. It is with this significance of human resource development that in the
present work she examined the role compensation, management training and
development of personnel, their mobilization and recruitment of human resource as a

factor of organizational development.

HR has become the key differentiator between two equally competitive work
organizations. Grounded within Strategic HRM, the management of HR seems to be the

only key function which HRM is playing strategically in organizations.

HR management ensures HR function to have a direct impact on the performance of the
company through the careful management of its HR portfolio. HR management has

developed and evolved over the years in response to the many changes at workplace.

Adapting itself from “Tayloristic” perspective of manpower, to the relationship driven
nature of “ Human Relations” movement, to this century’s downsizing and the current

“HR wars” between organizations. Though the war for HR in organizations has been
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dampened by economic concerns as well as concerns for global security, the real battle

to attract, develop, motivate and retain HR is going to heighten in the coming years.

HR management is fast gaining top priority for organizations across countries. The
various aspects of HR Management are recruiting, selection, on boarding, mentoring,
performance management, career development, leadership development, replacement
planning or recognition and rewards etc, which get HR to the business strategy table

stakes.

There are pros and cons of every management philosophy and the associated processes.
HR management is no exception to it. While many organizations simply decline to have
it under their umbrella because it costs the exchequer, still others approve of it equally
strongly as an effective people management process. Before we discuss the financial
benefits of HR management the following may be of our interest and worth a thought:

Most of the organizations are short sighted, when it comes to people management.

People management may not go well with pure capitalists. Organizations and industries
are growing at a fast pace, faster than the rate at which HR is produced. There is dearth
of HRed and skilled professionals at both the top as well as bottom. Due to cutthroat
competition and a consequent lack of HRed professionals the attrition rates have
increased across all industries, especially so in services industry. Poaching has become

commonplace; employee retention has become the Achilles heel of corporations.

All the above-mentioned statements clearly indicate that the HR is unable to keep pace
with the growing industry and that the industry has failed to breed the pool of HRed
individuals as per its requirements. A fast industry growth meant that there would be a
need for HRed professionals for upcoming avenues and unfortunately corporate seemed

to miss this.

Business houses nowadays have diversified interests in different industries, employment
opportunities are fast coming up but unfortunately the HR is pool is shrinking. This tells
upon the finances of an organization in a big way. The problem gets even worse when
such a scenario occurs at the top level. An unoccupied executive position can cost an

organization dearly.
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The solution - a proper HR management in place can solve this problem. The following
facts become worth consideration here: New employees cost the company 30-60 %
more than the existing employee in terms of compensation only. There is an additional

cost incurred on training and developing the new individual.

The process of recruitment itself costs an organization in a big way, right from
advertising a post, to attracting HR and finally short listing and hiring someone for the
job. Often there is a compromise in hiring when the need is urgent. Organizations
clearly need to look inside for solutions and design and develop better employee
retention, rewards and recognition strategy. Performance management needs to be taken

care of.

Companies that engage in HR management (Human Capital Management) are strategic
and deliberate in how they source, attract, select, train, develop, retain, promote, and
move employees through the organization. Research done on the value of such systems
implemented within companies consistently uncovers benefits in these critical economic
areas: revenue, customer satisfaction, quality, productivity, cost, cycle time, and market

capitalization.

From a HR management standpoint, employee evaluations concern two major areas of
measurement: performance and potential. Current employee performance within a
specific job has always been a standard evaluation measurement tool of the profitability

of an employee.

The HR Review meeting is an important part of the overall HR management process, it
is designed to review the performance and career potential of employees, to discuss
possible vacancy risks of current employees, to identify successors and top HR in the
organization, and to create development action plans to prepare employees for future

roles in the organization.

This is what HR management is all about gathering information about HR, analyzing
their career interests and organizational business needs, identifying top HR and
successes, and developing these individuals to reduce the risk of losing the best people

and experiencing extensive leadership gaps when turnover occurs.
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An effective and efficient source of recruiting the people should be used by the
organization. The most reliable source generally used by the organization is the internal
source and mostly current employees are promoted to the higher level and for the lower
positions fresher are selected. In other words, an organization should use the most
trusted and reliable source for the recruitment of the people. Also, the task of
recruitment is not easy, utmost care is to be taken while recruiting the employees. The
various methods of recruitment should be used but the traditional methods should not be

used.

Recruitment has significantly evolved, from a time consuming process bound by
limitations of traditional communication channels, to a sophisticated one heavily
influenced by web technology. Online screening and analysis tools, such as resume
analysis programs and online pre-employment assessments facilitate the identification

of key HR sources from the resultant increased applicant pool.

For this purpose, there should be proper team alignment i.e. workers should be assigned
work according to their capacity and one superior should be appointed to note their
working. There should be pay equity among all employees, as and when the
performance of employees is becoming more better, they should be paid accordingly
and vice versa. Again the there should be the expert team of management to judge the
performance of employees. Good performance system not only helps the management

but also the organization because both have the advantage of development.

Learning and development opportunities need to be available widely rather than for a
few, who might be identified early on as HRed. Real leadership development comes not
through a one-dimensional linear approach, but through providing rich and varied
opportunities for learning and development. The principal means of developing or
refining HR to secure a supply of highly skilled labor in a knowledge-driven economy

has often been considered to be through formal learning and education.

Learning is primarily associated with formal education and instruction. Learning is an
informal social process that is experience-based and associated with active engagement

in a community. A formal degree is often regarded as a proxy for an individual’s
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knowledge and skills or for his or her productive capability. Once learning has been

completed, the employee is ready to become an expert after doing certain practice.

Generally, baby boomers and generation X are not much flexible whereas generation Y
is seen to be much flexible for learning. Generation Y looks for career development and
even employers seek self-reliant, independent, creative, and innovative entrepreneurs
with strong interpersonal skills and the ability to work with others. In addition,
employees are expected to be flexible and capable of rapidly orienting themselves to

new contexts and to learn what is needed when it is needed.

Human Resource Management, which is quintessential for the smooth contact of an
organization, is defined as a process of dealing with the people in organizations towards
achieving individuals and organizational goals. The functions of Human Resource
Management comprise not only the process of hiring the right people for the
organization but it also includes a strategic approach towards sustaining and developing

them towards being competitive.

Originally, Human Resource Management or Personnel Administration was considered
only as an administrative matter of salaries and costs, and measurements were only
employee turnover, absenteeism and similar measurements. However, in a current trend
Human Resource Management is more prioritized towards building a company’s
competitive advantage through strategic use of cultural, structural and personnel

techniques to develop competent and committed employees.

The idea of emphasizing people as one the major aspects for organizational survival and
prosperity created a need for a framework that can deal with this processes, which then
led to the creation HR Management. HR in general terms refers to the capabilities, skills
or the art a person possess in a particular field. It also refers to those people who have
high potential, scarce knowledge and skill or who can successfully bring about

transformation and change in the organization.

Such individuals are usually sought after in the market and their contributions to the

business add direct value to its strategic or competitive positioning.
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Coming to the word HR Management in an organization, it refers to those special steps
an organization adopts to recruit, develop and retain its pool of top HR. The steps
adopted should normally be creative and should not project bureaucracy. HR
Management also denotes a deliberate approach taken up by an organization to attract,
retain, motivate, and develop and succession plan for people with the aptitude and
abilities to meet not only the current requirements but also future organizational needs.
In HR-hungry market scenario, one of the greatest challenges that organizations are

facing is to successfully attract, assess, train and retain HRed employees.

HR Management encompasses in itself the entire process of Planning, Recruiting,
Developing, Managing, and Compensating employees throughout the organization.
Organizations have realized the need for HR management and are now focusing on
methods to develop and retain the existing HR in their organization rather than trying to
acquire a new HR because the cost of identifying, developing and retaining the HR
internally is more cost effective than that of replacing the HR, which is lost from

external market.

Though it may appear initially that in the process of retaining HR, we are spending
more in terms of increased wages, rewards and recognition, when we practically
analyze, the cost of acquiring a new HR is higher. Apart from higher cost of acquiring
the new HR, it has furthermore faced the initial hiccups of a new employee getting

along with the organizational goals and strategies.

HR management implies recognizing a person's inherent skills, traits, personality and
offering him a matching job. Every person has a unique HR that suits a particular job
profile and any other position will cause discomfort. It is the job of the Management,
particularly the Human Resource Department, to place candidates with prudence and
caution. A wrong fit will result in further hiring, re-training and other wasteful

activities.

HR Management is beneficial to both the organization and the employees. The
organization benefits from: Increased productivity and capability; a better linkage

between individuals efforts and business goals; commitment of valued employees,
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reduced turnover, increased bench strength and a better fit between people's jobs and

skills.

Employees benefit from: Higher motivation and commitment; career development;
increased knowledge about and contribution to company goals; sustained motivation
and job satisfaction. HR signals an ability to learn and develop in the face of new
challenges. HR is about future potential rather than past record of accomplishment. So
HR tends to be measured in terms of having certain attributes, such as a willingness to
take risks and learning from mistakes, a reasonable level of ambition and
competitiveness and an awareness of their ones strengths, limitations and impact on

others.

Several HR management processes need to be in place on a strategic level in order
ensure its success. Such processes/strategies include HR identification, recruitment and
assessment, competency management, performance management, career development,
compensation, succession planning. ‘HR management has a number of benefits to offer
such as employee engagement, retention, aligning to strategic goals in order to identify
the future leadership of the organization, increased productivity, culture of excellence

and much more.

Organizations have long known that they must have the best HR in order to succeed in
the hypercompetitive and increasingly complex global economy. Now, however, along
with the understanding of the need to hire, develop, and retain HRed people, there also
is awareness that organizations must approach HR as a critical resource that must be

managed in order to achieve the best possible results.

The important dimensions, which constitute the concept of HR management, are
attraction, retention, motivation, development, and succession planning. But they are
bundled together to produce a more coherent whole that can be a vehicle for the
development and implementation of coordinated and mutually supporting activities that

help the organization to get and to keep the HRed people it needs.

The idea of HR management is attractive for many reasons. Managers and HR
professionals feel they should be doing more about developing their organization’s

workforce for the future and HR management is assumed to be just about this.
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HR management is about positive thing doing things for your people, investing in
developing them, building on their potential and, therefore, helping people make the
best use of their strengths and improve upon their weaknesses. The term HR
management also has the potential to be applied both to meeting the needs of the
organization and of the individual, which is in tune with the current sense of what

Human Resource professionals should be trying to do.

HR management starts with the business strategy and what it signifies in terms of the
HRed people required by the organization. Ultimately, its aim is to develop and
maintain a HR pool consisting of skilled, engaged, and committed workforce.
Organizational strength has been believed to be depended on the on the shoulder of its
employees as they are recognized as the most important and valuable assets in
organization. This could be due to the current trend on intangible assets such as brand
names, innovation, creativity and entrepreneurship, the arena of today cater to company
that can produce the potential of their key resources, as this will formulate them to be

defined as outstanding.

Concerns about locating, attracting, assessing and sustaining top HRs in all markets
have been increasing rapidly. To be successful it is not only important for the
organization to find the right people on the right position but they should identify the
superior performers for every position. Moreover, in reality it is argued that the vision
and strategy of a company are important as the people that eventually drive the

company into the future.

Every business unit is making sure that they can respond and withstand the challenges
of HR crisis by developing an effective HR management strategy like identifying the
key HRed people in the organization, cultivating and developing the skill of their
present workforce and retaining highly HRed employees by protecting them from

competitors.

From the onset of the reforms, dramatic changes have taken place in India enterprise
structure and management, including the decentralization of planning and decision-
making processes, the introduction of responsibility systems enhancing individual

accountability for performance, and the encouragement of private and foreign invested
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enterprises. Allied with these changes, the Indian labor management system is currently

also in a state of transition.

At the same time, the HR function has also evolved, along with organizations in
general. The changing political environment, reformed legal frameworks and economic
pressure have continuously added new dimensions to HRM. Most recently, with the
widely recognized importance of intangible resources in today’s knowledge economy,
attention has focused upon a new concept, HR management, also with respect to the HR

function.

In India, the exacerbating shortage of managerial HR and aggravating pressure of fierce
competition has helped fuel an interest in HR management. HR management, at least as
a newly emerging terminology, has become the latest trend within the field of people
management in India as well as in the Western world, particularly in MNCs, which are

well exposed to Western management ideology.

Money attracts but it does not retain. The job-hopping frenzy in the Indian workforce,
particularly among ambitious, HRed millennial is enough to prove that point. A recent
Mercer survey backs it up to 54% of Indians are seriously considering leaving their
current employer, and in the 16-24 year age bracket, that increases to 66%. Yes, two
thirds of your call center could potentially be gone by the end of the year. Some will no
doubt be chasing a hike in salary, but as is the case elsewhere, when it comes to

knowledge workers, more knowledge is also, what they are after.

Perhaps it is not surprising then that career progression and training opportunities rank
with pay as the top three factors motivating Indian employees to stay. And that means
investments in HR management become a critical and strategic success factor in
ensuring that Indian businesses can deliver. Salary increases are low-hanging fruit.
Every employer can do that and there is no differentiation. However, well designed and
implemented HR management strategies, including performance recognition, learning
and development, career and succession management and appealing work

environments, are stronger and enduring approaches.

HR management in India should be seen for what it is a risk management strategy

against the business impact of having inadequate or insufficient human resources to
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fulfils organizational objectives. If that is the case, both local Indian companies and

multinationals operating in India have much work to do.

Most of the organizations do not feel much about managing their HR. Here is why they
should typically, labor accounts for about 65 % of every business in any industry. The
percentage is more for labor-intensive businesses for example those in manufacturing.
The performance difference between HRed and lesser HRed employees is huge.
Employees and who manage are them the most important source of most organizational

competencies and strengths.

HR management is not only important for hiring people as per the need, it is also
important for determining when to hire. In the traditional model of hiring supply meant
developing people internally for future. There was an upfront investment in candidates
recovered through an enhanced performance over time. This was a good perspective;

there were equal chances of making and losing money by investing the people.

Hiring from outside or temporary employment on the other hand was seen as something
that cannot fetch you substantial returns and or act as potential source of knowledge and
competitive advantage. These trends lost sheen over a period with the rise of the great

corporate careecr.

Consider this - In 2010 to 2010’s an average Fortune 500 executive had been with
his/her company for an average of 24 years. The traditional and lifetime model has been
breaking up and giving way to a new model. Outside hiring increased along with the
increased employee turnover. The change was brought over by organizations failing to

plan.

Increased pressures from market for speed of delivery and variety of goods, the third
wave of corporate restructuring and failure to keep up with new management practices
brought chaos to planning. In a survey conducted in 2013 by SHRM it was found out
that 60% of the firms have no succession planning of any kind. Surprisingly more than
70 % had it in that late 2010’s! IPMA-HR survey of the workforce as a whole in the
year 2014 found out 63 % have no workforce planning of any kind; the same was an

integral component of virtually all companies in 2010’s.
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On the employee side, the trend of lifetime employment has diminished now. Talking in
terms of the percentage of lifetime employees - in 2010’s 53 % of employees worked as
lifetime employees, the same decreased to 34 % in 2012. The questions that arises is
how do we manage the next generation employees and what exactly do people expect
from jobs. The new generation employees apparently do not believe in the old
philosophy of ‘we will stick around till you need us’. They are more enterprising and

will take risks in their career; they accept failures easily and are prepared for them.

People now prefer flat hierarchies, build careers around jobs and want a clear
performance management system. There are work-life balance concerns, issues of job
flexibility all of which calls for renewing the social contract with the employees. The
employees, their psyche, their beliefs and most important their attitudes are changing -

HR management cannot afford to sit back. It needs evolution.

Integrated talent management process is shown in the above figure. The figure says that
in order to develop the proper talent management process it is necessary to integrate it
with the organization’s HR systems and metrics and along with that the competency

management also plays the vital role so it should also be taken into consideration.

Chart 4.1 Process of Talent Management
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The several elements that are covered under it are as follows:

Talent Strategy and Planning

The first and foremost thing that comes under talent management process is the
formation of talent strategy and its planning. The talent strategy should be such that
future need and current need of the business should be identified i.e. how many
employees will be needed and what would be their qualifications, work profile, etc
should be done in advance. Again, according to the business level, talent plan should be
set up. If there is need of more technocrat people rather than admin people than people

should be identified accordingly.

Generally, at the lower level, more workers are needed and at the top level, executives
are in need. Therefore, an organization should develop the talent pool according to the
levels of the business. Lastly, the risk and gap analysis should be done by the
organization. The talent present in the firm and the talent needed in the firm forms the
gap in the organization. This gap should be filled up by the organization. Thus, the first
and foremost step in the talent management process is forming talent management

strategy and its planning.

Sourcing and Recruiting

An effective and efficient source of recruiting the people should be used by the
organization. The most reliable source generally used by the organization is the internal
source and mostly current employees are promoted to the higher level and for the lower
positions fresher are selected. In other words, an organization should use the most
trusted and reliable source for the recruitment of the people. Also, the task of
recruitment is not easy, utmost care is to be taken while recruiting the employees. The
various methods of recruitment should be used but the traditional methods should not be

used.

Recruitment has significantly evolved, from a time consuming process bound by
limitations of traditional communication channels, to a sophisticated one heavily
influenced by web technology. Online screening and analysis tools, such as resume
analysis programs and online pre-employment assessments facilitate the identification

of key talent sources from the resultant increased applicant pool.
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Performance Management

Performance management helps in identifying those knowledge workers who are
performing best, and provides feedback on employees’ roles and expected performance
standards (Debowski, 2006). This helps in identifying the organization’s high
performers and in implementing initiatives for addressing developmental needs. Such
talent identification metrics need to be tailored when applied to knowledge-intensive

environments characterized by collaborative efforts (Whelan et al., 2010).

For this purpose, there should be proper team alignment i.e. workers should be assigned
work according to their capacity and one superior should be appointed to note their
working. There should be pay equity among all employees, as and when the
performance of employees is becoming more better, they should be paid accordingly
and vice versa. Again the there should be the expert team of management to judge the
performance of employees. Good performance system not only helps the management

but also the organization because both have the advantage of development.

Learning and Development

Learning and development opportunities need to be available widely rather than for a
few, who might be identified early on as talented. Real leadership development comes
not through a one-dimensional linear approach, but through providing rich and varied
opportunities for learning and development. The principal means of developing or
refining talent to secure a supply of highly skilled labor in a knowledge-driven economy

has often been considered to be through formal learning and education.

Learning is primarily associated with formal education and instruction. Learning is an
informal social process that is experience-based and associated with active engagement
in a community. A formal degree is often regarded as a proxy for an individual’s
knowledge and skills or for his or her productive capability. Once learning has been

completed, the employee is ready to become an expert after doing certain practice.

Generally, baby boomers and generation X are not much flexible whereas generation Y
is seen to be much flexible for learning. Generation Y looks for career development and
even employers seek self-reliant, independent, creative, and innovative entrepreneurs

with strong interpersonal skills and the ability to work with others. In addition,
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employees are expected to be flexible and capable of rapidly orienting themselves to

new contexts and to learn what is needed when it is needed.

Succession Planning

Succession planning is generally needed for the key positions in an organization. Even
at the higher level, there is a need for motivation for the people because he has the
continuous desire to grow. He feels highly motivated when the organization shows him
a clear path as to how he can meet his personal ambitions while trying to realize

corporate goals.

Through succession planning, companies can assure a steady flow of internal talent to
fill important vacancies. It encourages ‘hiring from within’ and creates a healthy
environment where employees have career rather than just the jobs. This assures
organization of continuity of operation and better qualified incumbents. Various talent
pools are identified and separated through succession planning. Moreover, creating
various leadership models for the betterment of the employees would be more useful to
the organization. Employees would be given much better guidance and direction so that

they develop along with the organization.

Leadership Development

Leadership refers to the process of guiding and directing the employees in such a
manner that organizational as well as individual goals are achieved. In talent
management process, leadership development is necessary because through a good
leader only an organization progresses. Once an employee becomes a leader it means he
has the skills, qualities, knowledge, creativity and innovations. In other words, he is a

talented employee.

Efforts should be made by firms to develop such leaders and retain them in the
organization. They should be continuous motivation even though they are self-
motivated, they should also be treated as special employees, various other benefits like
extra pay, participation in decision making, personal development chances, etc. should
be given to them. More the development of leadership in the organization, quicker
would be its progress. But, an organization should also see to it that every employee is

given equal chances for the development. No bias should be done.
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Compensation

Compensation refers to the return which the employee gets for his working in the
organization. It includes wages and salary, incentives, fringe benefits, perquisites and
non-monetary benefits. Every employee should be given compensation as per his
qualifications, qualities, capabilities and his outcome in the organization. There is a

sense of equity when employee’s compensation is same as other employees.

If there is lower compensation to some and higher to others, it would create
dissatisfaction among the employees. Therefore, an organization should set up an
equitable and consistent compensation system. Performance Appraisal systems are
widely used for deciding the compensation of the employees. Such appraisals must be
done by the experts so that no injustice is done to anyone. Compensation is indeed the
best option not only to attract the talented employee but also to retain them in the

organization.

Strategy for Talent Management
As said earlier that the talent is the scarce source, it is necessary to retain it. The simple

strategy that can be used to retain the talent in the organization is as under:

Align Individual Goals with Corporate Strategy

The best talent management plan is closely aligned with the company’s strategic plan
and overall business needs. Goal alignment is a powerful management tool that not only
clarifies job roles for individual employees, but also demonstrates ongoing value of
your employees to the organization. When you engage employees in their work through
goal alignment, you create greater employee ownership in your company's ultimate
success; they become more committed to your company and achieve higher levels of

job performance.

To achieve "goal alignment" in your organization, you must first clearly communicate
your strategic business objectives across the entire company. By allowing managers to
access and view the goals of other departments, your organization can greatly reduce

redundancy.

Goal sharing also helps departmental heads find ways to better support each other, as

well as identify areas where they may be unintentionally working at cross purposes.
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With everyone working together toward the same objectives, your company can execute

strategy faster, with more flexibility and adaptability.

Create Highly-Skilled Internal Talent Pools

Strategically minded organizations are able to change ahead of the curve when it comes
to planning and developing a workforce with the right competencies. They have deeper
strategic insight into their employees, and use that insight to proactively put the right

workforces in place to effectively respond to urgent marketplace needs.

At one time or another, most companies will find themselves faced with a situation with
limited time to assess viable candidates due to a planned (or unplanned) change in
leadership or industry conditions. For many of these businesses, a prolonged leadership
void is too risky. It raises questions about a company's internal talent pool. Is it robust
enough? How much attention has been given to developing internal talent, starting at the

senior executive level? Are there ready candidates at every key position?

A critical element of a successful talent management program is the generation of
"talent pools" within a company—a reliable and consistent internal source of talent and
a valuable piece of the succession planning process. The development of skilled talent
pools makes it easier to develop desirable skill sets in a broader group of employees,
resulting in higher performance across all levels and functions. By cultivating talent
pools internally you are ensuring that you will have experienced and trained employees

prepared to assume leadership roles as they become available.

Pair Them with Effective Mentors

Mentor in general sense means that a person who can advise and teach others and
having an experience. Corporate environments have taken notice of this talent
management concept and have started implementing more structured mentoring
programs. These can be a very powerful tool in acclimating employees to the corporate

culture and values.

Mentoring can also be enormously valuable for those high potential employees who
thrive on interaction with influential colleagues. The difficulty lies in finding that
perfect match between a seasoned employee with the willingness and openness to

mentor someone, and a high potential employee who respects that mentor and is eager
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to incorporate the knowledge. But when that is achieved, it can be a great employee

retention approach.

Giving High Visibility Assignments

Giving high potential employees high visibility and meaningful assignments is key to
keeping them engaged. This can take on many different forms. Think about handing
over stretch assignments that are pivotal to the organization’s success. While this may
frighten some managers, it is important that these employees be given challenging

opportunities that are outside their comfort zones.

They may make mistakes along the way, but that’s a necessary part of their employee
development. Other things you may want to explore include rotation to a supplier or
partner, swapping positions, coaching/mentoring, or other creative talent development

solutions that expand a high potential employee’s visibility and depth of experience.

Open Communication

This may seem like ‘“stating the obvious,” but if a high potential employee has a
concern, or an idea, it is in the organization’s best interest to listen. Give employees the
one-on-one attention they deserve with all levels of management and foster their
creativity. You may also want to consider communicating that you believe they are high
potential, and as such, enormously valuable to the organization. Some managers may
worry that this will cause the employee to develop a sense of entitlement, but the more
likely scenario is that it will boost their desire to work toward fully realizing their

potential.

Invest in their learning and development

Certain group of employees yearns for dynamic and ever-changing tasks. Is there an
opportunity for an employee to be sent overseas for an extended period of time? Is your
organization large enough that it can implement special “tracks” for high potential
employees? Many organizations are coming up with talent management structures that
allow one employee to touch many facets of the organization, from sales, to marketing,

to customer service.

For those employees who thrive on constantly learning, what better opportunity than to

have assignments in all of these different roles? Remember that if you implement
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something like this, the employee must be empowered to actively participate in the

planning of his or her career development.

Measure Progress Quarterly

Given that companies measure themselves on a quarterly basis, wouldn’t it make sense
to take your high potential employees and measure them the same way? By exposing
this group to mentors, new and high visibility projects, position swapping, etc, you are
putting them in unfamiliar territory. Instead of waiting until the end of the year for the
performance review, implement a proactive quarterly review that provides them with

more immediate feedback.

In turn, this feedback can be used to improve the employee’s performance in the short-
term, thus improving overall performance and communication at all levels. Regardless
of where your organization stands at the moment, it is imperative that deliberate talent
management strategies be put into place in order to grow and retain your high potential
employees. You simply need to understand the state of your particular corporate
environment, and then implement those ideas that fit your corporate culture and

resources.

Overcoming Challenges in Implementation of Talent Management System

1. Identifying genuine high achievers in a company can prove difficult. Paper based,
subjective reviews give an unreliable view of an organization’s talent and make
searching for internal candidates problematic. A good talent development system can
help to provide consistent reviews, which then match skills and potential to internal
opportunities. Not everyone is ‘‘above average’’ and by calibrating performance across

organizations, reward systems and budgets can be better targeted.

Once high achievers are identified, the challenge becomes retaining and nurturing this
talent. With no career path in place it is quite easy for an organization to lose its best

employees to competitors.

2. Instead of spending money developing employees to the next level, organizations are
simply back-filling, spending money and time recruiting and training a new employee.

In specialist roles this can be a lengthy, expensive process and can damage business

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 130



Employment Issues and Challenges (Indian Perspective) ISBN: 978-93-93810-43-4

performance. As an employee, being recognized and nurtured to match your aspirations

in your company is far more likely to encourage loyalty.

3. Effective succession planning plays an important role in successful talent
development strategies, but sometimes an organization’s plan can be inconclusive, or,
more worryingly, omitted completely. Radical changes in direction, whether the
retirement of several senior executives or a lack of appropriate cover for specialist roles,

can leave organizations in turmoil, particularly if repeated time and again.

Building an internal talent pool to become natural, informed and skilled successors
provides the path to evolution that is linked to business success rather than continual
revolution. Developing high performers with the right skills to match future
organizational needs and goals becomes the final challenge for companies.
Incorporating the strategic elements of talent management with learning platforms helps

companies to manage their training and development.

Occasionally these are linked and we are now beginning to see full integration so that
learning development and training are matched directly to desired role competencies

and business objectives.

4. The best talent-development systems help companies to deliver business goals today

and secure the long-term strategic control of the organization’s talent.

Thus, talent is often seen as an individual characteristic that singles out some
individuals from others on the basis of their level of possession of that characteristic. In
the context of talent management or development, this talent needs timely and careful
discovery, assessment, development, placement and retention by organizations (Lewis

and Heckman, 2006).

Today, every organization looks innovative capacity and competitive advantage depend.
Therefore, if organizations have a clear description of what they are looking for in terms
of talent, talent management seems a clear-cut process. Collings and Mellahi suggest
that the quest for talent should start with deriving key positions for realizing competitive
advantage from business strategy and then continue by developing talent pools in order

to fill those positions, and setting up appropriate HR architecture to develop the
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talented. The competency set may include knowledge, skills, experience and personal

traits which demonstrated through defined behaviors.
The various elements for effective talent management are as follows:
e C(learly define organization goals,

e Evaluating Results,

e Retaining the Talent Recognize Talent,

e Performance Appraisal,

e Attracting Talent,

e Selecting a Talent,

e Planning future Talent Requirements,

e FEvaluate Individual Values,

e Provide Opportunities for Individual development,

Clarify Employees Accountability

Talent Management is beneficial to both the Organization and Employees. The
organization benefits from: Increased productivity and capability; better linkages
between individual efforts and the business goals. Commitment of valued employees;
reduced turn over; increased bench strength and a better fit between people's jobs and

skills.

Employees benefit from: Higher motivation and commitment; career development;
increased knowledge about and contribution to company goals; sustained motivation
and job satisfaction. Thus, talent management plays a very vital role for the growth and

the development of the business.

FRAMEWORK OF TALENT MANAGEMENT PRACTICES Human Resource
Management, which is quintessential for the smooth contact of an organization, is
defined as a process of dealing with the people in organizations towards achieving
individuals and organizational goals. The functions of Human Resource Management

comprise not only the process of hiring the right people for the organization but it also
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includes a strategic approach towards sustaining and developing them towards being

competitive.

Originally, Human Resource Management or Personnel Administration was considered
only as an administrative matter of salaries and costs, and measurements were only
employee turnover, absenteeism and similar measurements. However, in a current trend
Human Resource Management is more prioritized towards building a company’s
competitive advantage through strategic use of cultural, structural and personnel

techniques to develop competent and committed employees.

The idea of emphasizing people as one the major aspects for organizational survival and
prosperity created a need for a framework that can deal with this processes, which then
led to the creation Talent Management. Talent in general terms refers to the capabilities,
skills or the art a person possess in a particular field. It also refers to those people who
have high potential, scarce knowledge and skill or who can successfully bring about

transformation and change in the organization.

Such individuals are usually sought after in the market and their contributions to the

business add direct value to its strategic or competitive positioning.

Coming to the word Talent Management in an organization, it refers to those special
steps an organization adopts to recruit, develop and retain its pool of top talent. The
steps adopted should normally be creative and should not project bureaucracy. Talent
Management also denotes a deliberate approach taken up by an organization to attract,
retain, motivate, and develop and succession plan for people with the aptitude and
abilities to meet not only the current requirements but also future organizational needs.
In talent-hungry market scenario, one of the greatest challenges that organizations are

facing is to successfully attract, assess, train and retain talented employees.

Talent Management encompasses in itself the entire process of Planning, Recruiting,
Developing, Managing, and Compensating employees throughout the organization.
Organizations have realized the need for talent management and are now focusing on
methods to develop and retain the existing talent in their organization rather than trying

to acquire a new talent because the cost of identifying, developing and retaining the
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talent internally is more cost effective than that of replacing the talent, which is lost

from external market.

Though it may appear initially that in the process of retaining talent, we are spending
more in terms of increased wages, rewards and recognition, when we practically
analyze, the cost of acquiring a new talent is higher. Apart from higher cost of acquiring
the new talent, it has furthermore faced the initial hiccups of a new employee getting

along with the organizational goals and strategies.

Talent management implies recognizing a person's inherent skills, traits, personality and
offering him a matching job. Every person has a unique talent that suits a particular job
profile and any other position will cause discomfort. It is the job of the Management,
particularly the Human Resource Department, to place candidates with prudence and
caution. A wrong fit will result in further hiring, re-training and other wasteful

activities.

Talent Management is beneficial to both the organization and the employees. The
organization benefits from: Increased productivity and capability; a better linkage
between individuals efforts and business goals; commitment of valued employees,
reduced turnover, increased bench strength and a better fit between people's jobs and

skills.

Employees benefit from: Higher motivation and commitment; career development;
increased knowledge about and contribution to company goals; sustained motivation
and job satisfaction. Talent signals an ability to learn and develop in the face of new
challenges. Talent is about future potential rather than past record of accomplishment.
So talent tends to be measured in terms of having certain attributes, such as a
willingness to take risks and learning from mistakes, a reasonable level of ambition and
competitiveness and an awareness of their ones strengths, limitations and impact on

others.

Several talent management processes need to be in place on a strategic level in order
ensure its success. Such processes/strategies include talent identification, recruitment
and assessment, competency management, performance management, career

development, compensation, succession planning. ‘Talent management has a number of
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benefits to offer such as employee engagement, retention, aligning to strategic goals in
order to identify the future leadership of the organization, increased productivity,

culture of excellence and much more.

Organizations have long known that they must have the best talent in order to succeed
in the hypercompetitive and increasingly complex global economy. Now, however,
along with the understanding of the need to hire, develop, and retain talented people,
there also is awareness that organizations must approach talent as a critical resource that

must be managed in order to achieve the best possible results.

The important dimensions, which constitute the concept of talent management, are
attraction, retention, motivation, development, and succession planning. But they are
bundled together to produce a more coherent whole that can be a vehicle for the
development and implementation of coordinated and mutually supporting activities that

help the organization to get and to keep the talented people it needs.

The idea of talent management is attractive for many reasons. Managers and HR
professionals feel they should be doing more about developing their organization’s

workforce for the future and talent management is assumed to be just about this.

Talent management is about positive thing doing things for your people, investing in
developing them, building on their potential and, therefore, helping people make the
best use of their strengths and improve upon their weaknesses. The term talent
management also has the potential to be applied both to meeting the needs of the
organization and of the individual, which is in tune with the current sense of what

Human Resource professionals should be trying to do.

Talent management starts with the business strategy and what it signifies in terms of the
talented people required by the organization. Ultimately, its aim is to develop and
maintain a talent pool consisting of skilled, engaged, and committed workforce.
Organizational strength has been believed to be depended on the on the shoulder of its
employees as they are recognized as the most important and valuable assets in
organization. This could be due to the current trend on intangible assets such as brand

names, innovation, creativity and entrepreneurship, the arena of today cater to company
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that can produce the potential of their key resources, as this will formulate them to be

defined as outstanding.

Concerns about locating, attracting, assessing and sustaining top talents in all markets
have been increasing rapidly. To be successful it is not only important for the
organization to find the right people on the right position but they should identify the
superior performers for every position. Moreover, in reality it is argued that the vision
and strategy of a company are important as the people that eventually drive the

company into the future.

Every business unit is making sure that they can respond and withstand the challenges
of talent crisis by developing an effective talent management strategy like identifying
the key talented people in the organization, cultivating and developing the skill of their
present workforce and retaining highly talented employees by protecting them from

competitors.

From the onset of the reforms, dramatic changes have taken place in India enterprise
structure and management, including the decentralization of planning and decision-
making processes, the introduction of responsibility systems enhancing individual
accountability for performance, and the encouragement of private and foreign invested
enterprises. Allied with these changes, the Indian labor management system is currently

also in a state of transition.

At the same time, the HR function has also evolved, along with organizations in
general. The changing political environment, reformed legal frameworks and economic
pressure have continuously added new dimensions to HRM. Most recently, with the
widely recognized importance of intangible resources in today’s knowledge economy,
attention has focused upon a new concept, Talent management, also with respect to the

HR function.

In India, the exacerbating shortage of managerial talent and aggravating pressure of
fierce competition has helped fuel an interest in Talent management. Talent
management, at least as a newly emerging terminology, has become the latest trend
within the field of people management in India as well as in the Western world,

particularly in MNCs, which are well exposed to Western management ideology.
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Money attracts but it does not retain. The job-hopping frenzy in the Indian workforce,
particularly among ambitious, talented millennial is enough to prove that point. A recent
Mercer survey backs it up to 54% of Indians are seriously considering leaving their
current employer, and in the 16-24 year age bracket, that increases to 66%. Yes, two
thirds of your call center could potentially be gone by the end of the year. Some will no
doubt be chasing a hike in salary, but as is the case elsewhere, when it comes to

knowledge workers, more knowledge is also, what they are after.

Perhaps it is not surprising then that career progression and training opportunities rank
with pay as the top three factors motivating Indian employees to stay. And that means
investments in talent management become a critical and strategic success factor in
ensuring that Indian businesses can deliver. Salary increases are low-hanging fruit.
Every employer can do that and there is no differentiation. However, well designed and
implemented talent management strategies, including performance recognition, learning
and development, career and succession management and appealing work

environments, are stronger and enduring approaches.

Talent management in India should be seen for what it is a risk management strategy
against the business impact of having inadequate or insufficient human resources to
fulfils organizational objectives. If that is the case, both local Indian companies and

multinationals operating in India have much work to do.

Most of the organizations do not feel much about managing their talent. Here is why
they should typically, labor accounts for about 65 % of every business in any industry.
The percentage is more for labor-intensive businesses for example those in
manufacturing. The performance difference between talented and lesser talented
employees is huge. Employees and who manage are them the most important source of

most organizational competencies and strengths.

Talent management is not only important for hiring people as per the need, it is also
important for determining when to hire. In the traditional model of hiring supply meant
developing people internally for future. There was an upfront investment in candidates
recovered through an enhanced performance over time. This was a good perspective;

there were equal chances of making and losing money by investing the people.
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Hiring from outside or temporary employment on the other hand was seen as something
that cannot fetch you substantial returns and or act as potential source of knowledge and
competitive advantage. These trends lost sheen over a period with the rise of the great

corporate career.

Consider this - In 2000 to 2000’s an average Fortune 500 executive had been with
his/her company for an average of 24 years. The traditional and lifetime model has been
breaking up and giving way to a new model. Outside hiring increased along with the
increased employee turnover. The change was brought over by organizations failing to

plan.

Increased pressures from market for speed of delivery and variety of goods, the third
wave of corporate restructuring and failure to keep up with new management practices
brought chaos to planning. In a survey conducted in 2003 by SHRM it was found out
that 60% of the firms have no succession planning of any kind. Surprisingly more than
70 % had it in that late 2000’s! IPMA-HR survey of the workforce as a whole in the
year 2004 found out 63 % have no workforce planning of any kind; the same was an

integral component of virtually all companies in 2000’s.

On the employee side, the trend of lifetime employment has diminished now. Talking in
terms of the percentage of lifetime employees - in 2000’s 53 % of employees worked as
lifetime employees, the same decreased to 34 % in 2009. The questions that arises is
how do we manage the next generation employees and what exactly do people expect
from jobs. The new generation employees apparently do not believe in the old
philosophy of ‘we will stick around till you need us’. They are more enterprising and

will take risks in their career; they accept failures easily and are prepared for them.

People now prefer flat hierarchies, build careers around jobs and want a clear
performance management system. There are work-life balance concerns, issues of job
flexibility all of which calls for renewing the social contract with the employees. The
employees, their psyche, their beliefs and most important their attitudes are changing -

talent management cannot afford to sit back. It needs evolution.

Talent management is a process that emerged in the 2000s and continues to be adopted,

as more companies come to realize that their employees’ talents and skills drive their
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business success. Companies that have put into practice talent management have done
so to solve an employee retention problem. The issue with many companies today is
that their organizations put tremendous effort into attracting employees to their

company, but spend little time into retaining and developing talent.

A talent management system must be worked into the business strategy and
implemented in daily processes throughout the company as a whole. It cannot be left
solely to the human resources department to attract and retain employees, but rather
must be practiced at all levels of the organization. The business strategy must include

responsibilities for line managers to develop the skills of their immediate subordinates.

Divisions within the company should be openly sharing information with other
departments in order for employees to gain knowledge of the overall organizational
objectives. Companies that focus on developing their talent integrate plans and
processes to track and manage their employee talent, including the following sourcing,
attracting and recruiting qualified candidates with competitive backgrounds, managing
and defining competitive salaries, Training and development opportunities, Performance

management processes, Retention programs, Promotion and transitioning.

Companies that engage in talent management are strategic and deliberate in how they
source, attract, select, train, develop, retain, promote, and move employees through the
organization. Research done on the value of such systems implemented within
companies consistently uncovers benefits in these critical economic areas: revenue,

customer satisfaction, quality, productivity, cost, cycle time, and market capitalization.

The mindset of this more personal human resources approach seeks not only to hire the
most qualified and valuable employees but also to put a strong emphasis on retention.
Since the initial hiring process is so expensive to a company, it is important to place the
individual in a position where his skills are being extensively utilized. The term "talent
management" means different things to different organizations. To some it is about the
management of high-worth individuals or "the talented" whilst to others it is about how
talent is managed generally on the assumption that all people have talent, which should

be identified and liberated.
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From a talent management standpoint, employee evaluations concern two major areas of
measurement: performance and potential. Current employee performance within a
specific job has always been a standard evaluation measurement tool of the profitability
of an employee. However, talent management also seeks to focus on an employee’s
potential, meaning an employee’s future performance, if given the proper development

of skills and increased responsibility.

Distinctly called human capital management, employee relationship management and
workforce management, among others, talent management is not a new concept, but one
that in the past corporations have not been set to finalize. In most companies, functions
such as recruitment and succession planning, learning and development, performance
management, workforce planning, compensation and other HR or training functions

have often been isolated in departmental silos.

While important individually, these programs are usually a loose array of HR initiatives
with little relation to each other. They have a little arrangement or alignment with the
organization's vital few business goals and little real way of measuring their bottom line
impact. Organizations are now competing in two markets, one for their products and
services and one for the talent required to produce or perform them. An organization’s

success in its business markets is determined by its success in the talent market.

At the very time that business markets are fluctuating, talent markets seem to be
shrinking. As the knowledge required to build products and to deliver services
increases, the retention of experienced employees becomes critical to improving
productivity and time to market (Bill Curtis, 2009). The dynamic nature of global
business is putting an ever-increasing pressure on companies to be constantly on the

lookout for incomparable talent in a market where demand far exceeds supply.

Given the current focus on the linkage between talent and an organization’s business
challenges and strategies, effective strategy execution requires sufficient numbers of the
right people with the right skills and knowledge, in the right roles. Pressing business
necessities, such as increasing turnover as the economy improves, globalization of
markets and labor forces, aggressive competition and heightened corporate oversight,

have intensified the need to acquire, develop, deploy, motivate and retain key talent.
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Getting the right people with the right skills into the right jobs is always a challenge.
The focus of talent management tends to be on management, executive positions and
highly technical positions, the issues apply to all jobs that are hard to fill. This has made
talent management one of the most pressing issues facing senior business executives.
Linking of HRM with the strategic goals and business objectives, develop
organizational culture that foster innovation and flexibility, finally getting the

competitive advantage is what is organizations focused today by managing the talent.

To understand why Talent Management has become so important, we must first look at

the evolution of corporate HR

Stage 1: Personnel Department In the 2000s and 2000s the business function which was
responsible for people was called "The Personnel Department." The role of this group
was to hire people, pay them, and make sure they had the necessary benefits. The
systems which grew up to support this function were batch payroll systems. In this role,

the personnel department was a well-understood business function.

Stage 2: Strategic HR

In the 2000s and 2000s, organizations realized that the HR function was in fact more
important and the concepts of "Strategic HR" emerged. During this period organizations
realized that the HRM had a much larger role: recruiting the right people, training them,
helping the business design job roles and organization structures, develop compensation
packages which include benefits, bonuses and other benefits, and serving as a central

point of communication for employee welfare, health and happiness.

The "Head of Personnel" became the "Head of HR" and played a much more important
role in business strategy and execution of long-term strategies. This system built up
procedures to support new role include recruiting and induction, total compensation
systems, employee evaluation systems, and training and development systems, In this
role, the HR department now became more than a business function: it is a business

partner, reaching out to support lines of business.

Stage 3: Talent Management
While strategic HR continues to be a major focus, HR and TandD organizations are now

focused on a new set of strategic issues: Make the recruiting process more efficient and
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effective by using "competency based" recruiting instead of sorting through resumes,
one at a time. To develop managers and leaders reinforce culture, instill values, and

create a sustainable leadership pipeline.

Quickly identify the competency gaps in training, e learning, or development programs
and use these gaps to hire just the right people. Manage people in a consistent and
measurable way so that everyone aligned, held accountable, and paid fairly. Identify the
high performers and successors to key positions throughout the organization to make
sure performers are highly flexible, responsive organization. Provide learning program

that is relevant, flexible, convenient, and timely.

These new, more challenging problems require new processes and systems.
Organization requires greater integration between the different HR practices and direct
integration into line of business management processes. Today organizations are
starting to buy, build, and stitch together performance management systems, succession
planning systems, and competency management systems. The HR function is becoming

integrated with the business in a real-time fashion.
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Chapter - 5
Discussions on Findings
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The recruitment process is in harmony with a comprehensive approach to competence
management acquire, promote and regulate individual and collective skills. Today,
competence management is considered to be strategic and a source of competitive
advantage. Thus, according to the Resource-Based View, companies should not be seen
only in terms of their business portfolio, but should be defined as a unique set of
tangible and intangible resources, a portfolio of core competencies and distinct

resources.

Employees also play a real role in the success of organizations. The nature of work in
the 21st century presents many challenges for recruitment: knowledge based work
places greater demands on employee competencies; demographic, societal, and cultural
changes are widespread and are creating an increasing global shortfall in the number of

qualified applicants; the workforce is also increasingly diverse.

Chambers et al. (2013) use the term "the war for HRs". Recruitment is thus the first

stage in a comprehensive approach to competence and HR management.

Peretti (2014) divides the recruitment activity into four stages: preparation, research,
selection and integration. With the Internet, recruitment methods are evolving and
diversifying. According to a recent survey conducted by APEC (2013), the French
association for executive employment, the job market is becoming more and more
transparent: 63% of recruitment operations result in job advertisements. E-recruitment
can be defined as “the use of any technology to attract, select or manage the recruitment

process”.

Cost decrease: Effects of IT on HR costs appear in several ways. First, IT reduces costs
of processes and works. For example, transforming from traditional HR to e-HR reduces
costs of some HR applications, such as, postal cost, announcement cost and data

processing cost.

Using self-service technology reduces the processing costs of HR up to 75%. E-
selections and e-recruiting decrease costs of staffing and selections due to reduced

employee turnover, reduced staffing costs, and increased hiring efficiency.
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Second, using self-service HR allows employees to perform their own work themselves

directly. Thus, HR professionals spend less time on routine tasks.

Saving Time: IT allows HR professionals to spent less time on routine tasks and make
easier to acquire and analyze information. For example, researches show that recruiting

process shortens twelve days.

Increase in Efficiency: Intense use of IT aromatizes and standardizes routines. HR
professionals may focus less on administrative activities and more on interpreting
information. HR professionals may spend more time on other aspects of their jobs.
Thus, HR professional can access more information, respond the problems in a timely
major from managers and employees and evaluate the complex information more

effectively.

Comparing with manual processes, reducing data errors, simplifying and fastening

processes of HR practices make HRIS more advantageous.

Enabling communication and collaboration: IT is a tool for effective communication
and collaboration. E-mail, messaging, discussion lists, videoconferencing, virtual teams,
electronic workgroups, and tele-working have changed the nature of workplace
communication and collaboration. These make workplace interactions possible for

employees even they are not physically present in the workplace.

IT improves the skills of workers for collaborating, accessing information and decision
making. Participative decision making becomes an organization-wide activity. Internet
and web based technologies facilitate sharing of decision making responsibility through

the organization hierarchy and structure.

HRIS as an integrated system also increases the capacity of reporting in the
organization. Competency Management: IT tools enable HR professionals both to reach
larger candidate pool and make decision making more objective and effective to employ
more relevant and competent candidates by means of decision making techniques in the

selection and recruiting process.
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Improving and shortening the recruiting process increases competencies of incumbents
and as a result quality of works. At the same time, because of distance access e-HR can

be used to develop human capital of the organization effectively.

Knowledge Management: Knowledge management is a systematic process of acquiring,
creating, capturing, synthesizing, learning, and using information, insights, and

experiences to enhance decision making.

Knowledge management system is a natural extension of HRIS and HR development
activities. HR professionals should integrate traditional HR functions into knowledge
management. Because organizations should acquire and manage organizational

knowledge to prevent knowledge loses when employees leave the job.

On-line recruiting also provides access to passive job seekers, that is, individuals who
already have a job but would apply for what appears a better one that is advertised on
the Internet. These job seekers may be of a better quality since they are not desperate for
a job change as are the active job seekers who may be frustrated, disgruntled workers

looking for a new position.

A HR management system must be worked into the business strategy and implemented
in daily processes throughout the company as a whole. It cannot be left solely to the
human resources department to attract and retain employees, but rather must be
practiced at all levels of the organization. The business strategy must include

responsibilities for line managers to develop the skills of their immediate subordinates.

Divisions within the company should be openly sharing information with other
departments in order for employees to gain knowledge of the overall organizational
objectives. Companies that focus on developing their HR integrate plans and processes
to track and manage their employee HR, including the following sourcing, attracting
and recruiting qualified candidates with competitive backgrounds, managing and
defining competitive salaries, Training and development opportunities, Performance

management processes, Retention programs, Promotion and transitioning.

Companies that engage in HR management are strategic and deliberate in how they

source, attract, select, train, develop, retain, promote, and move employees through the
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organization. Research done on the value of such systems implemented within
companies consistently uncovers benefits in these critical economic areas: revenue,

customer satisfaction, quality, productivity, cost, cycle time, and market capitalization.

The mindset of this more personal human resources approach seeks not only to hire the
most qualified and valuable employees but also to put a strong emphasis on retention.
Since the initial hiring process is so expensive to a company, it is important to place the
individual in a position where his skills are being extensively utilized. The term "HR
management" means different things to different organizations. To some it is about the
management of high-worth individuals or "the HRed" whilst to others it is about how
HR is managed generally on the assumption that all people have HR, which should be
identified and liberated.

From a HR management standpoint, employee evaluations concern two major areas of
measurement: performance and potential. Current employee performance within a
specific job has always been a standard evaluation measurement tool of the profitability
of an employee. However, HR management also seeks to focus on an employee’s
potential, meaning an employee’s future performance, if given the proper development

of skills and increased responsibility.

Distinctly called human capital management, employee relationship management and
workforce management, among others, HR management is not a new concept, but one
that in the past corporations have not been set to finalize. In most companies, functions
such as recruitment and succession planning, learning and development, performance
management, workforce planning, compensation and other HR or training functions

have often been isolated in departmental silos.

While important individually, these programs are usually a loose array of HR initiatives
with little relation to each other. They have a little arrangement or alignment with the
organization's vital few business goals and little real way of measuring their bottom line
impact. Organizations are now competing in two markets, one for their products and
services and one for the HR required to produce or perform them. An organization’s

success in its business markets is determined by its success in the HR market.
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HR management is now looked upon as a critical HR activity; the discipline is evolving
every day. Finding and retaining the best HR is the most difficult aspect of HR
management. HR survey consultancies are one in their view that organizations globally
are facing a dearth of HRed employees and it is often more difficult to retain them.
Further, research has also shown that there is clear link between HR issues and overall

productivity.

Technology is increasingly getting introduced into people development. Online
employee portals have become common place in organizations to offer easy access to
employees to various benefits and schemes. In addition, employees can also manage
their careers through these portals and it also helps organizations understand their

employees better.

An individual is hired, when there is a fit between his abilities or skills and the
requirements of the organization. The next step is enabling learning and development of
the same so that he/she stays with the organization. This is employee retention. An
enabled or empowered means an empowered organization. It is also of interest to
organizations to know their skills inventories and then develop the right individual for

succession planning internally.

World populations are either young or aging. For example, statistics have it that by
2050, 60% of Europe’s working population will be over 60! On the other hand a country
like India can boast of a young population in the coming and present times. Population
demographics are thus a disturbing factor for people managers. Still more researches
have predicted that demographic changes in United States will lead to shortage of 10

million workers in the near future!

HR has been compelled to focus on qualitative aspects equally and even more than
quantitative aspects like the head count etc. Through HR management, more effort is
now being laid on designing and maintaining employee scorecards and employee

surveys for ensuring that HR is nurtured and grown perpetually.

An organization perceived value as an employer as helps improve its brand value in the

eyes of its consumer. Most importantly, it helps in attracting the right HR. HR
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Management, as the name itself suggests is managing the ability, competency and

power of employees within an organization.

The concept is not restricted to recruiting the right candidate at the right time but it
extends to exploring the hidden and unusual qualities of your employees, developing,
and nurturing them to get the desired results. Hiring the best HR from the industry may
be a big concern for the organizations today but retaining them and most importantly,
transitioning them according to the culture of the organization and getting the best out

of them is a much bigger concern.

HR Management in organizations is not just limited to attracting the best people from
the industry but it is a continuous process that involves sourcing, hiring, developing,
retaining and promoting them while meeting the organization’s requirements
simultaneously. For instance, if an organization wants the best HR of its competitor to
work with it, it needs to attract that person and offer him something that is far beyond
his imagination to come and join and then stick to the organization. Only hiring him

does not solve the purpose but getting the things done from him is the main task.

Therefore, it can be said that HR management is a full-fledged process that not only
controls the entry of an employee but also his or her exit. To achieve success in
business, the most important thing is to recognize the HR that can accompany you in
achieving your goal. Attracting them to work for you and strategically fitting them at a
right place in your organization is the next step. It must be remembered that placing a
candidate at a wrong place could multiply your problems regardless of the
qualifications, skills, abilities and competency of that person. However brilliant he or

she may be; placing them at a wrong place defeats your sole purpose.

The process of HR management is incomplete if you are unable to fit the best HR of the
industry at the place where he or she should be. Some organizations may find the whole
process very unethical especially who are at the giving end (who loses their high-worth
employee). But in this cut-throat competition where survival is a big question mark, the

whole concept sounds fair.

Every organization requires the best HR to survive and remain ahead in competition.

HR is the most important factor that drives an organization and takes it to a higher level,
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and therefore, cannot be compromised at all. It will not be exaggerating saying HR

management as a never-ending war for HR!

Creating a HR-rich workforce can make a great deal of difference in the world of
business. Unleashing the HR, ability and aptitude of the human resources, undoubtedly,
is one of the most difficult tasks in the world. If you are able to hire the best industry
HR and balance the human intellect, this is, for sure, more than a miracle. To get going
and winning the battle of competition, HR management professionals can be of great

help to any organization.

These days when there is so much uncertainty in the business world, HR management
professionals come as a rescue who handle your entire HR management lifecycle while
unleashing and harnessing the gift and intellect of the employees. HR management jobs,
nowadays, are not restricted to just recruitment and selection. It means much more than

that. However, it may be the beginning of one’s career.

The core responsibilities of a HR management professional include sourcing, attracting,
recruiting, selecting, and training, developing, deploying, evaluating, appraising and
retaining the best HR. Individuals who want to build their careers in this particular line
of Human Resource Management must learn how to tap the diverse HR to meet the
organization’s requirements. Their aim should not be limited to poach the high-worth
individuals of their competitors but they should be able to deploy them properly and

meet the challenges in today’s highly competitive marketplace.

Simply hiring them does not solve the purpose. Individuals may start their careers as a
recruitment consultant. However, the profession may seem unattractive to them because
of the current image of a recruitment professional in the industry. However, it is one of
the most important stages in one’s career as the individual himself discovers and
develops his own natural HR. This is the best time when he or she understands what it

takes to source and attract the high-profile individuals.

Blended learning and the knowledge of internet-based tools help them understand the
tricks of the trade. By now they know how to leverage their own strengths and
accordingly, they manage their professional development. Next stage is to be a HR

smart manager. This is when one increases one’s basic skills and builds a powerful
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social network aligns efforts to ensure a career fit. Understanding the industry trends,
practicing mastery and mentoring juniors are the main responsibilities of a HR

management professional at this stage.

By this time, there are several career options available to the professionals. Now the
individual can accelerate his or her learning by supporting HR mentors and developing
plans and practices according to ever-changing industry trends. Understanding
organizational trends, industry trends and the job trends and aligning them smartly to

achieve the pre-decided goals.

The HR management consultants help organizations create a high-performing work
culture through their specialized services. The next stage is to work as a trainer in
organizations and provide coaching to the employees in order to help them understand
their strengths and weaknesses and unleash their hidden potential. Breaking the ice and
making employees think beyond their imagination is a challenging task. The main aim
of the HR management professional is to successfully align the organizational goals and

individual aspirations.

Another lucrative field for individuals interested in this particular profession is to work
as independent HR Management Consultant. The professional helps the organization

throughout the entire cycle of unleashing the natural gifts and HRs of their people.

Without doubt, HR management is a very useful concept for organizations but
unfortunately, many of them look upon the concept as an overhead rather than a value
creating process. This can be attributed to some flaws in the implementation and some

myths among HR practitioners regarding the same.

Myth 1 - Paying higher compared to rival firms will stop the employee from leaving:
Offering more compensations than rivals or above industry standard will prevent

employees from leaving and will also attract the best HR.

Reality: Paying higher than rival firms may help to a certain extent in retaining your
employees. It may also help you poach certain employees from your rivals but in the
long run, money fails to motivate people. Money is a hygiene factor; its absence may be

a de-motivating factor but presence surely cannot be motivating for long.
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Myth 2 - Rewards and Incentives only motivate people:

The second myth that we discuss here is that its rewards and incentives only that
motivates people to give their hundred percent and work more productively.
Consequently, the rewards and incentives are at the focus of HR people. Reality: It is
the attributes and the culture of the organization that is most likely to motivate people to
work better and be happy with their jobs. Leadership and job empowerment are other

factors that contribute to that happiness of employees.
Myth 3 - Employee engagement is useless:

In industries where the attrition rate is low there is a common feeling prevalent that
employee engagement programs are of no benefit. Further, there is also a feeling that

employee engagement helps only the employees and not the organization.

Reality: There is no direct connection between levels of attrition and employee
engagement. In fact, employees who are engaged well are more productive and take
ownership of their work. Since organizations about people, well engagement not only
improves employee performance but also organizational or corporate performance.
According to one recent research engaged employees perform percent better, have lesser

rates of absenteeism, and produce greater customer satisfactions.
Myth 4 - Low Growth Periods do not require Employee Engagement:

Organizations typically believe that low growth is an industry wise phenomenon and
does not demand employee engagement. Employees are naturally left with lesser
options to switch jobs. Reality: In absence of employee engagement the organizations
stand at the risk of losing projects in hand. Continued absence of employee engagement

may in fact de motivate an employee to contribute his best.

To support this new, broader concept of HR management, with its explicit focus on
enhancing business performance, a new generation of solutions is becoming available.
These new solutions are built from a fundamentally different design point than the early
generation solutions. While the early systems were focused largely on achieving more
efficient HR processes, the new solutions add to that a focus on achieving business

goals.
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Focus on business goals Empower business managers Comprehensive functionality
Integration across functions Common data platform Single user interface Rapid
deployment Built-in best practices Bottom of Form In evaluating these new HR
management solutions and assessing their potential impact on their companies,

executives should consider how well the solution implements several design points.

An effective strategic HR management solution must be conceived of as a means to help
achieve business goals. Though the solution should also improve efficiency, the overall
objective is significantly broader. For example, a line of business manager with the task
of increasing revenues without adding expensive field sales representatives may need to
build a telephone-based, inside sales team. This manager needs a HR management
solution that can help achieve this business objective by improving the process of
finding and hiring inside sales representatives, quickly training them, and appropriately

compensating them.

An effective HR management solution not only requires comprehensive functionality,
but there must be tight integration across the functions. To achieve better business
results, the HR management solution should link recruiting to performance in order to

assess quality of the hires brought into the company.

Links between the performance assessment and compensation management functions
are essential to match pay to performance, and close connections among performance
assessment, recruiting, employee development, and succession planning are required to

ensure that the company has enough people with appropriate skills to meet its needs.

A common data platform should make all relevant data available to all HR management
functions as needed. In this environment, for example, a manager developing an
employee's career plan should have easy access to all relevant information on the
employee's performance assessments and compensation history, descriptions on

appropriate potential future positions and the compensation related to those positions.

The manager should not need to retrieve the data from several disparate sources. The
common platform should include data related to four areas: People data, which includes
all information about individual employees and candidates, such as performance ratings,

compensation history, skills, and previous work experience Position data, which
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includes all information about each position in the organization, both current and

projected, such as detailed descriptions, required competencies, and compensation.

Corporate hierarchy, which includes all information on who reports to whom within the
organization. This is necessary, for example, to provide appropriate access to data and
to support automated workflow in the HR management process. Company goals, which
include all information on corporate objectives, such as growth, profitability, and return
on investment targets. Understanding these corporate goals are vital, for example, in
developing appropriate performance measures, hiring best-qualified candidates, and

implementing effective compensation plans.

The HR management solution should provide access to all functions via a single
interface, designed specifically for each type of user. In order to derive value from the
HR management solution, a business manager should not need to navigate multiple,

inconsistent interfaces to perform a particular task.

To have a positive impact on business goals, it should be possible for an organization to
rapidly deploy a strategic HR management solution and to upgrade its capabilities and

content easily.

An effective HR management solution should incorporate best practices. It should build
in both content and processes that guide the company toward better HR management.
For example, the solution should include expert coaching to help managers successfully
perform important tasks, such as specifying relevant goals, preparing clear position
descriptions, accurately evaluating performance, and developing a meaningful career
path for employees. This coaching is especially critical given increasingly scarce time

and budget to train managers.

HR management solution provides many advantages for an organization seeking to

improve competitiveness through more strategically managed workforce:

Identify top performers - by analyzing and understanding the characteristics of your top-
performing employees, so it is easy to find and attract similar HR. Improve decision-
making - by accessing real-time insight into the skill sets of existing HR, the status of

available HR and the current and future needs of the organization, so more effective
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hiring decisions can be made. Increase efficiency - by streamlining management tasks

and pooling data on people, profiles and positions within a single database.

Enhance performance - support the strategic objectives of the organization by aligning

the skills and assignments of your workforce with the needs of company.

There is no dearth of professionals but there is an acute shortage of HRed professionals
globally. Every year B-Schools globally churn out management professionals in huge
numbers but how many of are actually employable remains a question! This is true for

other professions also.

The developing countries are a young population but quality of education system as a
whole breeds a lot of HR problems. They possess plenty of laborers - skilled and
unskilled and a huge man force of educated unemployable professionals. These are the
opportunities and challenges that the HR management in organizations has to face today

- dealing with demographic HR problems.

Now if we discuss the problem in the global context, it is the demographics that needs
to be taken care of primarily and when we discuss the same in a local context the
problem becomes a bit simpler and easier to tackle. Nonetheless global or local at the

grass roots level HR management has to address similar concerns more or less.

Talent management is now looked upon as a critical HR activity; the discipline is
evolving every day. Finding and retaining the best talent is the most difficult aspect of
HR management. HR survey consultancies are one in their view that organizations
globally are facing a dearth of talented employees and it is often more difficult to retain
them. Further, research has also shown that there is clear link between talent issues and

overall productivity.

Technology is increasingly getting introduced into people development. Online
employee portals have become common place in organizations to offer easy access to
employees to various benefits and schemes. In addition, employees can also manage
their careers through these portals and it also helps organizations understand their

employees better.

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 155



Employment Issues and Challenges (Indian Perspective) ISBN: 978-93-93810-43-4

An individual is hired, when there is a fit between his abilities or skills and the
requirements of the organization. The next step is enabling learning and development of
the same so that he/she stays with the organization. This is employee retention. An
enabled or empowered means an empowered organization. It is also of interest to
organizations to know their skills inventories and then develop the right individual for

succession planning internally.

World populations are either young or aging. For example, statistics have it that by
2050, 60% of Europe’s working population will be over 60! On the other hand a country
like India can boast of a young population in the coming and present times. Population
demographics are thus a disturbing factor for people managers. Still more researches
have predicted that demographic changes in United States will lead to shortage of 10

million workers in the near future!

HR has been compelled to focus on qualitative aspects equally and even more than
quantitative aspects like the head count etc. Through talent management, more effort is
now being laid on designing and maintaining employee scorecards and employee

surveys for ensuring that talent is nurtured and grown perpetually.

An organization perceived value as an employer as helps improve its brand value in the
eyes of its consumer. Most importantly, it helps in attracting the right talent. Talent
Management, as the name itself suggests is managing the ability, competency and

power of employees within an organization.

The concept is not restricted to recruiting the right candidate at the right time but it
extends to exploring the hidden and unusual qualities of your employees, developing,
and nurturing them to get the desired results. Hiring the best talent from the industry
may be a big concern for the organizations today but retaining them and most
importantly, transitioning them according to the culture of the organization and getting

the best out of them is a much bigger concern.

Talent Management in organizations is not just limited to attracting the best people from
the industry but it is a continuous process that involves sourcing, hiring, developing,
retaining and promoting them while meeting the organization’s requirements

simultaneously. For instance, if an organization wants the best talent of its competitor to
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work with it, it needs to attract that person and offer him something that is far beyond
his imagination to come and join and then stick to the organization. Only hiring him

does not solve the purpose but getting the things done from him is the main task.

Therefore, it can be said that talent management is a full-fledged process that not only
controls the entry of an employee but also his or her exit. To achieve success in
business, the most important thing is to recognize the talent that can accompany you in
achieving your goal. Attracting them to work for you and strategically fitting them at a
right place in your organization is the next step. It must be remembered that placing a
candidate at a wrong place could multiply your problems regardless of the
qualifications, skills, abilities and competency of that person. However brilliant he or

she may be; placing them at a wrong place defeats your sole purpose.

The process of talent management is incomplete if you are unable to fit the best talent of
the industry at the place where he or she should be. Some organizations may find the
whole process very unethical especially who are at the giving end (who loses their high-
worth employee). But in this cut-throat competition where survival is a big question

mark, the whole concept sounds fair.

Every organization requires the best talent to survive and remain ahead in competition.
Talent is the most important factor that drives an organization and takes it to a higher
level, and therefore, cannot be compromised at all. It will not be exaggerating saying

talent management as a never-ending war for talent!

Creating a talent-rich workforce can make a great deal of difference in the world of
business. Unleashing the talent, ability and aptitude of the human resources,
undoubtedly, is one of the most difficult tasks in the world. If you are able to hire the
best industry talent and balance the human intellect, this is, for sure, more than a
miracle. To get going and winning the battle of competition, talent management

professionals can be of great help to any organization.

These days when there is so much uncertainty in the business world, talent management
professionals come as a rescue who handle your entire talent management lifecycle

while unleashing and harnessing the gift and intellect of the employees. Talent
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management jobs, nowadays, are not restricted to just recruitment and selection. It

means much more than that. However, it may be the beginning of one’s career.

The core responsibilities of a talent management professional include sourcing,
attracting, recruiting, selecting, and training, developing, deploying, evaluating,
appraising and retaining the best talent. Individuals who want to build their careers in
this particular line of Human Resource Management must learn how to tap the diverse
talent to meet the organization’s requirements. Their aim should not be limited to poach
the high-worth individuals of their competitors but they should be able to deploy them

properly and meet the challenges in today’s highly competitive marketplace.

Simply hiring them does not solve the purpose. Individuals may start their careers as a
recruitment consultant. However, the profession may seem unattractive to them because
of the current image of a recruitment professional in the industry. However, it is one of
the most important stages in one’s career as the individual himself discovers and
develops his own natural talent. This is the best time when he or she understands what it

takes to source and attract the high-profile individuals.

Blended learning and the knowledge of internet-based tools help them understand the
tricks of the trade. By now they know how to leverage their own strengths and
accordingly, they manage their professional development. Next stage is to be a talent
smart manager. This is when one increases one’s basic skills and builds a powerful
social network aligns efforts to ensure a career fit. Understanding the industry trends,
practicing mastery and mentoring juniors are the main responsibilities of a talent

management professional at this stage.

By this time, there are several career options available to the professionals. Now the
individual can accelerate his or her learning by supporting talent mentors and
developing plans and practices according to ever-changing industry trends.
Understanding organizational trends, industry trends and the job trends and aligning

them smartly to achieve the pre-decided goals.

The talent management consultants help organizations create a high-performing work
culture through their specialized services. The next stage is to work as a trainer in

organizations and provide coaching to the employees in order to help them understand
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their strengths and weaknesses and unleash their hidden potential. Breaking the ice and
making employees think beyond their imagination is a challenging task. The main aim
of the talent management professional is to successfully align the organizational goals

and individual aspirations.

Another lucrative field for individuals interested in this particular profession is to work
as independent Talent Management Consultant. The professional helps the organization

throughout the entire cycle of unleashing the natural gifts and talents of their people.

Without doubt, talent management is a very useful concept for organizations but
unfortunately, many of them look upon the concept as an overhead rather than a value
creating process. This can be attributed to some flaws in the implementation and some

myths among HR practitioners regarding the same.

Myth 1 - Paying higher compared to rival firms will stop the employee from leaving:
Offering more compensations than rivals or above industry standard will prevent

employees from leaving and will also attract the best talent.

Reality: Paying higher than rival firms may help to a certain extent in retaining your
employees. It may also help you poach certain employees from your rivals but in the
long run, money fails to motivate people. Money is a hygiene factor; its absence may be

a de-motivating factor but presence surely cannot be motivating for long.
Myth 2 - Rewards and Incentives only motivate people:

The second myth that we discuss here is that its rewards and incentives only that
motivates people to give their hundred percent and work more productively.
Consequently, the rewards and incentives are at the focus of HR people. Reality: It is
the attributes and the culture of the organization that is most likely to motivate people to
work better and be happy with their jobs. Leadership and job empowerment are other

factors that contribute to that happiness of employees.
Myth 3 - Employee engagement is useless:

In industries where the attrition rate is low there is a common feeling prevalent that
employee engagement programs are of no benefit. Further, there is also a feeling that

employee engagement helps only the employees and not the organization.
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Reality: There is no direct connection between levels of attrition and employee
engagement. In fact, employees who are engaged well are more productive and take
ownership of their work. Since organizations about people, well engagement not only
improves employee performance but also organizational or corporate performance.
According to one recent research engaged employees perform percent better, have lesser

rates of absenteeism, and produce greater customer satisfactions.
Myth 4 - Low Growth Periods do not require Employee Engagement:

Organizations typically believe that low growth is an industry wise phenomenon and
does not demand employee engagement. Employees are naturally left with lesser
options to switch jobs. Reality: In absence of employee engagement the organizations
stand at the risk of losing projects in hand. Continued absence of employee engagement

may in fact de motivate an employee to contribute his best.

To support this new, broader concept of talent management, with its explicit focus on
enhancing business performance, a new generation of solutions is becoming available.
These new solutions are built from a fundamentally different design point than the early
generation solutions. While the early systems were focused largely on achieving more
efficient HR processes, the new solutions add to that a focus on achieving business

goals.

Focus on business goals Empower business managers Comprehensive functionality
Integration across functions Common data platform Single user interface Rapid
deployment Built-in best practices Bottom of Form In evaluating these new talent
management solutions and assessing their potential impact on their companies,

executives should consider how well the solution implements several design points.

An effective strategic talent management solution must be conceived of as a means to
help achieve business goals. Though the solution should also improve efficiency, the
overall objective is significantly broader. For example, a line of business manager with
the task of increasing revenues without adding expensive field sales representatives may
need to build a telephone-based, inside sales team. This manager needs a talent

management solution that can help achieve this business objective by improving the
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process of finding and hiring inside sales representatives, quickly training them, and

appropriately compensating them.

To help achieve business goals, an effective strategic talent management solution must
empower business managers. While a solution must meet the needs of HR specialists
who use the solution frequently, it must also be accessible to business managers. The
solution must accommodate the fact that most business managers may perform certain

tasks infrequently, such as performance assessments or compensation reviews.

HR Business Manager Candidate

Acquire

Talent

Strategic Talent
Manzgement Functions

Commoﬁ { People ! Positions [""&:Z:r:;ml Corporate |

An effective solution must address the entire strategic talent management process,
including recruiting, performance management, salary and incentive management,
employee development and learning, and succession planning. To provide

comprehensive functionality, solution providers may choose to supplement their own
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functionality with solutions from third party providers for certain specialized functions.

These functions should, however, be tightly integrated within the overall solution.

An effective talent management solution not only requires comprehensive functionality,
but there must be tight integration across the functions. To achieve better business
results, the talent management solution should link recruiting to performance in order to

assess quality of the hires brought into the company.

Links between the performance assessment and compensation management functions
are essential to match pay to performance, and close connections among performance
assessment, recruiting, employee development, and succession planning are required to

ensure that the company has enough people with appropriate skills to meet its needs.

A common data platform should make all relevant data available to all talent
management functions as needed. In this environment, for example, a manager
developing an employee's career plan should have easy access to all relevant
information on the employee's performance assessments and compensation history,
descriptions on appropriate potential future positions and the compensation related to

those positions.

The manager should not need to retrieve the data from several disparate sources. The
common platform should include data related to four areas: People data, which includes
all information about individual employees and candidates, such as performance ratings,
compensation history, skills, and previous work experience Position data, which
includes all information about each position in the organization, both current and

projected, such as detailed descriptions, required competencies, and compensation.

Corporate hierarchy, which includes all information on who reports to whom within the
organization. This is necessary, for example, to provide appropriate access to data and
to support automated workflow in the talent management process. Company goals,
which include all information on corporate objectives, such as growth, profitability, and
return on investment targets. Understanding these corporate goals are vital, for example,
in developing appropriate performance measures, hiring best-qualified candidates, and

implementing effective compensation plans.

Dr. Saumyabrata Nath, Dr. Rita Biswas, Dr. Bahrullah Safi and Dr. Prashant G. Mishra 162



Employment Issues and Challenges (Indian Perspective) ISBN: 978-93-93810-43-4

The talent management solution should provide access to all functions via a single
interface, designed specifically for each type of user. In order to derive value from the
talent management solution, a business manager should not need to navigate multiple,

inconsistent interfaces to perform a particular task.

To have a positive impact on business goals, it should be possible for an organization to
rapidly deploy a strategic talent management solution and to upgrade its capabilities and

content easily.

An effective talent management solution should incorporate best practices. It should
build in both content and processes that guide the company toward better talent
management. For example, the solution should include expert coaching to help
managers successfully perform important tasks, such as specifying relevant goals,
preparing clear position descriptions, accurately evaluating performance, and
developing a meaningful career path for employees. This coaching is especially critical

given increasingly scarce time and budget to train managers.

Talent management solution provides many advantages for an organization seeking to

improve competitiveness through more strategically managed workforce:

Identify top performers - by analyzing and understanding the characteristics of your top-
performing employees, so it is easy to find and attract similar talent. Improve decision-
making - by accessing real-time insight into the skill sets of existing talent, the status of
available talent and the current and future needs of the organization, so more effective
hiring decisions can be made. Increase efficiency - by streamlining management tasks

and pooling data on people, profiles and positions within a single database.

Enhance performance - support the strategic objectives of the organization by aligning

the skills and assignments of your workforce with the needs of company.

There is no dearth of professionals but there is an acute shortage of talented
professionals globally. Every year B-Schools globally churn out management
professionals in huge numbers but how many of are actually employable remains a

question! This is true for other professions also.
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The developing countries are a young population but quality of education system as a
whole breeds a lot of talent problems. They possess plenty of laborers - skilled and
unskilled and a huge man force of educated unemployable professionals. These are the
opportunities and challenges that the talent management in organizations has to face

today - dealing with demographic talent problems.

Now if we discuss the problem in the global context, it is the demographics that needs
to be taken care of primarily and when we discuss the same in a local context the
problem becomes a bit simpler and easier to tackle. Nonetheless global or local at the

grass roots level talent management has to address similar concerns more or less.

Opportunities and Challenges
1. Recruiting Talent The recent economic downturn saw cuts job globally. Those who
were most important to organizations in their understanding were retained, other were

sacked. Similarly, huge shuffles happened at the top leadership positions.

They were seen as crisis managers unlike those who were deemed responsible for
throwing organizations into troubled waters. It is the jurisdiction of talent management
to get such people on onboard, who are enterprising but ensure that an organization does

not suffer for the same.

2. Training and Developing Talent The downturn also opened the eyes of organizations
to newer models of employment - part time or temporary workers. This is a new
challenge to talent management, training and developing people who work on a
contractual or project basis. What’s more big a challenge is increasing the stake of these

people in their work.
3. Retaining Talent

While organizations focus on reducing employee overheads and sacking those who are
unessential in the shorter run, it also spreads a wave of de motivation among those who
are retained. An uncertainty about the firing axe looms in their mind. It is essential to
maintain a psychological contract with employees those who have been fired as well as
those who have been retained. Investing on people development in crisis is the best

thing an organization can do to retain its top talent.
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4. Developing Leadership

Talent Leadership in action means an ability to take out of crisis situation, extract
certainty out of uncertainty, set goals and driving change to ensure that the momentum
is not lost. Identifying people from within the organization who should be invested upon

is a critical talent management challenge.
5. Creating Talented Ethical Culture

Setting standards for ethical behavior, increasing transparency, reducing complexities
and developing a culture of reward and appreciation are still more challenges and

opportunities for talent management.

Organizations provide individuals the opportunity and space for physically manifesting
their talent into performance for achieving individual and organizational vision. Talent

management manifests into performance as follow

Talent management
+
Vision / Mission / Strategy
+
Skills and Competencies
+
Role and structure
+
Opportunity
-
Encouragement and Recognition
+
Training and Development
-
Coaching
-

Action Plan and Goals

+
Resources
Performance
Management Jv
System
Performance
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Thus, the domain of talent management focuses not only on development of
individual’s intrinsic capacities, but also on culture building and change management to

provide the other elements listed above for manifestation of talent into performance.

Talent management brings together a number of important Human Resources (HR) and

management initiatives. The TM approach focus as on coordinating and integrating:
Recruitment - ensuring that the right people are attracted to the organization.
Retention - developing and implementing practices that reward and support employees.

Employee development - ensuring continuous informal and formal learning and

development.

Leadership and "high potential employee" development - specific development

programs for existing and future leaders.

Performance management - specific processes that nurture and support performance,

including feedback/measurement.

Workforce planning - planning for business and general changes, including the older

workforce and current/future skills shortages.

Culture - development of a positive, progressive and high performance "way of

operating".

Table 1.1:- Characteristics of HR and TM Process

HR process TM Process

Goals Greater efficiency , obedience Better management of people

to achieve strategic business

goals
Metrics Shorter time to hire , lower cost to | Higher quality hires , stronger
fill, higher percentage of leadership pipeline
employees reviewed
Benefits More efficient HR performance Better business performance
Users HR. professionals / power users Business managers , HR

professionals

Decision makers | HR specialist HR. specialist, senior

executives, business managers,

Technology Feature rich single function Comprehensive , configurable
solutions applications, designed for HR cross functional solutions
professionals designed for business

managers
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Talent management suddenly evoked the charm and attention for the business world.
Much of the reason may be due to the fact that technology has finally begun to catch up.
Human Resource Management Systems (HRMS) providers, already present in many
businesses, have begun to create add-on applications that provide a strategic layer on
top of the more administrative HR functionalities they already offer. It seems obvious
then that the functions that make up talent management can no longer be viewed
independently, or hidden in HR or training departments if they are to be truly
successful. Talent management must have a true partnership between management and

the departments.
More benefits are wide ranged than the ones discussed above.
The benefits are:

A) Right person in the Right job

Through a proper ascertainment of people skills and strengths, people decisions gain a
strategic agenda. The skill or competency mapping allows you to take stock of skill
inventories lying with the organization. This is especially important both from the
perspective of the organization as well as the employee because the right person is
deployed in the right position and employee productivity are increased. In addition,
since there is a better alignment between an individual’s interests and his job profile, the

job satisfaction is increased.

B) Retaining the Top Talent

Despite changes in the global economy, attrition remains a major concern of
organizations. Retaining top talent is important to leadership and growth in the
marketplace. Organizations that fail to retain their top talent are at the risk of losing out

to competitors.

The focus is now on charting employee retention programs and strategies to recruit,
develop, retain and engage quality people. Employee growth in a career has to be taken
care of, while succession planning is being performed those who are on the radar need

to be kept in loop so that they know their performance is being rewarded.
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C) Better Hiring

The quality of an organization is the quality of workforce it possesses. The best way to
have talent at the top is have talent at the bottom. No wonder then talent management
programs and trainings, hiring assessments have become an integral aspect of HR

processes nowadays.

Understanding Employees Better: Employee assessments give deep insights to the
management about their employees. Their development needs, career aspirations,
strengths and weaknesses, abilities, likes and dislikes. It is easier therefore to determine

what motivates whom and this helps a lot in the job enrichment process.

D) Better professional Development Decisions

When an organization gets to know who its high potential is, it becomes easier to invest
in their professional development. Since development calls for investment decisions
towards learning, training and development of the individual either for growth,
succession planning, performance management etc, an organization remains bothered

where to make this investment and talent management just make this easier for them.

Apart from this, having a strong talent management culture also determines how
organization rates their organizations as work places. In addition, if employees are
positive about the talent management practices of the organization, they are more likely
to have confidence in the future of their organization. The result is a workforce that is
more committed and engaged determined to outperform their competitors and ensure a

leadership position in the market for their organization.

Business leaders, now acknowledge that talent drives performance in the form of better
customer service, higher sales performance, product and service innovation and
business process improvement, as well as strong management and leadership. Now
CEOs are realizing the significance and impact of aggregated workforce talent. For
example, in the IBM 2006 CEO study, 41 percentage of CEOs indicated that, employees

are the best source of innovation within an organization.

Increasingly, executive teams are looking at the assembled workforce and even their
external talent as corporate assets that can be effectively leveraged to create more

business value.
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The evolution of the ,,Talent Age’ and the increasing view of people as assets. Yet, at
the same time, the current workforce climate is one of the most turbulent and
challenging to find and retain the top talent within. Talent Management refers to the
process of developing and integrating new workers, developing and retaining current

workers and attracting highly skilled workers to work for the company.

Talent management in this context does not refer to the management of entertainers.

The term was coined by David Watkins of Soft Scape published in an article in 2008.

Talent has been identified as the most critical factor of production in the past-industrial
economy. In this new talent oriented economy, successful organizations will be those
that can assimilate new ideas and translate those ideas into action faster than their
competitors. This has led organizations to turn to talent management in an effort to

improve business performance.

Talent management can be described as the entire gamut of activities that an
organization undertakes for the creation, assimilation and application of talent within
the organization. Why has managing talent come to assume such importance in the
existing economy even though all the major advances since the beginning of civilization

have been based on the creation and application of talent ?

The different arguments put forth have been the rapidly changing and unpredictable
business environment, globalization, liberalization, and the proliferation of information
technology that can reach information to any corner of the world on a real time basis.
What this implies for an organization is the necessity to take rapid decisions in an

environment of uncertainty.

Since past experience can no longer be the predictor of future success, the hierarchical
mode of decision making, which relies on the expertise of a few individuals, is too slow,
inflexible and inadequate for effective decision making in such a dynamic environment.
To conclude, the expose of employee’s hidden talents and talents usage activities are
intrinsically motivating and satisfying for a talented employee. Hence, organizations

should invest substantial time and resources to creating a culture for talent management.
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The concept of Talent Management is not new. But in the past, in the 2000s and 2000s,
it was viewed as a sole 16 responsibility of the “personnel department”. Today, it is a
dynamic systematic and continuous organizational practice. In the conference Board’s
2003 and 2004 CEO challenge studies, issues of leadership talent and employee

engagement were identified as being among primary CEO concerns.

In DDI’s 2005-2006 leadership forecast, more than 4500 leaders from around the world
cited improving and leveraging talent as their second-most important business priorities
preceded only by improving customer service/relationships. Talent Management is a
process that emerged in the 2000s and continues to be adopted, as more organizations

come to realize that their employees’ talent and skills drive their business success.

These organizations develop plans and processes to track and manage their employee’s

talent including the following-

1) Attracting and recruiting qualified candidates with competitive background.
2). Managing and defining competitive salaries

3). Training and development opportunities

4). Performance management processes

5). Retention programs

6). Promotion and transitioning
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In today’s competitive business environment just human resource is not important. The
most important and invaluable asset is the HRed Human Resource. It is this asset of an
organization that leads it to the path of the success. Human resource is playing its role
as a strategic partner instead of supporting administrative tasks in the organizations
because greatest assets of the organization are its people. The wish of every
organization is to achieve in advance stated objectives and to fulfill its tasks

successfully.

In order to be able to carry out its intentions, the organization has to employ all its
resources - people, materials, technique and technologies, capital as well as methods - as
efficiently as possible. A key element in the fulfillment of in advance stated objectives
and achieving organization’s required performance efficiency are human resources,
mainly HRed individuals. These employees contribute to a large extent to the
implementation of strategy and to organization’s economic objectives. There is a need
that the organization pays the increased attention to them, concentrates on
comprehensive and systematic work with them and applies the system of HR
management in the organization. If an organization has the man power but not the HR
than it is the living machines that an organization has employed. So the man power with
HR is an invaluable and most important asset of an organization. Organizations are
operating in increasingly dynamic environment. To be truly successful they need to stay
one step ahead of the game and predict who will be the key drivers of their future

SucCcCess.

In such a context, the approach taken on HR is the closest an organization gets to a
crystal ball. It can enable them to identify the leadership DNA that will drive their
performance in the future, what the predictor genes look like, how to measure them in
identifying high potentials and how to develop those genes through the learning
environment. The word ‘HR’ has gain importance now days. It is said that the person
without HR is of no use, he cannot be successful in the life if he has no HR, no skill and
no innovative thinking. But HR is the scarce resource that is found in few human beings
and once the organization spots and finds out such human beings then surely they are

going to be successful.
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As HR is scarce, organizations have to be very much careful in finding out the HRed
employees for its working. People belong to diverse backgrounds therefore possess
diverse HRs. So, this is an organization’s responsibility to effectively manage the HR of
its workforce to achieve business objectives. The idea of managing HR is not new. Four
or five decades ago, it was viewed as a peripheral responsibility best relegated to the
personnel department. Now, HR management is an organizational function that is taken

far more seriously.

Organizations know that they must have the best HR in order to succeed in the
hypercompetitive and increasingly complex global economy. Along with the
understanding of the need to hire, develop, and retain HRed people, organizations are
aware that they must manage HR as a critical resource to achieve the best possible
results. Few, if any, organizations today have an adequate supply of HR. Gaps exist at
the top of the organization, in the first- to midlevel leadership ranks, and at the front

lines.

HR is an increasingly scarce resource, so it must be managed to the fullest effect. The
approach of HR management use in human resources management has been carefully
verified by the practice abroad, the organizations consider it as a useful instrument of
systematic work with HRed individuals. HR management is of core to the vitality of the

business to meet and exceed current as well as future business strategies and goals.

Framework of HR management proactively anticipates and meets business HR demand
which is necessary to successfully execute the business strategy. It insights into the
business strategy, then accordingly develops as well as retains prior HR and attracting
new HR to cope with the strategic needs in order to get best utilization out of tools and

processes to deliver HR management solutions.

HR management solutions recognize the value of human potential in sustainable
corporate productivity. It builds an insightful understanding of the complexity of the
employment life-cycle. It offers the business a simple, integrated solution that is easy to
use, administer and maintain and that maximizes the investment made in their people.
HR management is a set of competency-based human resource management practices

aimed at getting the best out of its high-value people and ensuring that right people are
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in place to do a particular job. Although most organizations have increased their
emphasis on HR management over the past three years, they recognize that they still

need to improve their HR management programs.

Even those HR management programs that are considered most effective —
specifically, employee learning and development, and performance management — are
rated as very effective by less than 30% of organizations.24 Employers are significantly
more likely to report being more effective on a particular aspect of HR management
when they have increased their emphasis in that area. On a global basis, organizations
are most likely to increase their emphasis in three areas over the next three years:

leadership, succession planning and career corridor.

Given today’s economic conditions, the skills and competencies that leaders require
have changed, reflecting the new behaviors that are needed for organizations to compete
successfully. Organizations are addressing this need by investing in leadership
development programs, emphasizing new executive competencies around creating a
strategic vision, change leadership skills to implement these new strategies and a results

orientation to deliver on them.

Organizations are also working to develop new leadership assessment tools around
these executive competencies. These tools will be used to assess the new leadership
competencies and to identify the development needs of leaders who, in some cases, are
required to make significant jumps in role complexity to meet the changing needs of the
business. Employers and employees alike recognize the importance of career corridor

and succession management, but employers are less effective in these areas.

Effective succession management is a tool for reducing human capital risks and loss of
institutional knowledge associated with employee turnover, and is vital to preparing
leaders for significant jumps in complexity as they move up the hierarchy. Developing
career paths and plans helps organizations direct employee development to those areas
that will prepare them for advancement opportunities and build deeper skill sets.
Together, career paths and plans and succession management all help ensure the
organization continues to develop the top HR and critical-skill employees needed for

SucCcCess.
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A concept of HR management does not place any special demands on organizations
from the standpoint of human resource management tasks as well as that of individual
personnel activities. A careful application and mutual interconnection of the best
principles and approaches that have proved their worthiness in practice, especially in the
field of acquisition and selection, education and development, remuneration and care of

employees are in question.

HR management does not concern, as it is sometimes mistakenly simplified, only a
matter of remuneration and benefits for HRed employees but also motivation, making
advancement in their career possible, creation of appropriate working environment, their
superiors' decent approach, cultivating a quality of recognition, appreciation and
respect, the introduction of targeted strategies and others that will provide people and

organizations with a space and the opportunity to develop and use their HR.

A prerequisite to the efficient working of HR management in the organization is its
initiation and support by organizations' management and its interrelation with

organization's business strategy. Particular processes of HR management then flow

from this strategy and become a practical instrument of HRed employees' management -
acquisition, development and retention of HRs. HR management should not be aimed
only at workers with a high potential, e.g. at managers holding top executive posts. It is
necessary to introduce a broader approach that will identify HRs and key segments of

workers across the whole hierarchical organizations.

Equally, HR management should not concentrate only on HRs - individuals but also on
the optimal involvement of HRed people in teams and for the purpose of synergic effect
then to form a sort of team total HR and that of the organization. The approach of HR
management use in human resources management has been carefully verified by the
practice abroad, the organizations consider it as a useful instrument of systematic work
with HRed individuals. They really apply this system to the management of their human

resources.

In today’s competitive business environment just human resource is not important. The
most important and invaluable asset is the Talented Human Resource. It is this asset of

an organization that leads it to the path of the success. Human resource is playing its
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role as a strategic partner instead of supporting administrative tasks in the organizations
because greatest assets of the organization are its people. The wish of every
organization is to achieve in advance stated objectives and to fulfill its tasks

successfully.

In order to be able to carry out its intentions, the organization has to employ all its
resources - people, materials, technique and technologies, capital as well as methods - as
efficiently as possible. A key element in the fulfillment of in advance stated objectives
and achieving organization’s required performance efficiency are human resources,
mainly talented individuals. These employees contribute to a large extent to the
implementation of strategy and to organization’s economic objectives. There is a need
that the organization pays the increased attention to them, concentrates on
comprehensive and systematic work with them and applies the system of talent
management in the organization. If an organization has the man power but not the
talent than it is the living machines that an organization has employed. So the man
power with talent is an invaluable and most important asset of an organization.
Organizations are operating in increasingly dynamic environment. To be truly
successful they need to stay one step ahead of the game and predict who will be the key

drivers of their future success.

In such a context, the approach taken on talent is the closest an organization gets to a
crystal ball. It can enable them to identify the leadership DNA that will drive their
performance in the future, what the predictor genes look like, how to measure them in
identifying high potentials and how to develop those genes through the learning
environment. The word ‘Talent’ has gain importance now days. It is said that the person
without talent is of no use, he cannot be successful in the life if he has no talent, no skill
and no innovative thinking. But talent is the scarce resource that is found in few human
beings and once the organization spots and finds out such human beings then surely

they are going to be successful.

As talent is scarce, organizations have to be very much careful in finding out the
talented employees for its working. People belong to diverse backgrounds therefore

possess diverse talents. So, this is an organization’s responsibility to effectively manage
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the talent of its workforce to achieve business objectives. The idea of managing talent is
not new. Four or five decades ago, it was viewed as a peripheral responsibility best
relegated to the personnel department. Now, talent management is an organizational

function that is taken far more seriously.

Organizations know that they must have the best talent in order to succeed in the
hypercompetitive and increasingly complex global economy. Along with the
understanding of the need to hire, develop, and retain talented people, organizations are
aware that they must manage talent as a critical resource to achieve the best possible
results. Few, if any, organizations today have an adequate supply of talent. Gaps exist at
the top of the organization, in the first- to midlevel leadership ranks, and at the front

lines.

Talent is an increasingly scarce resource, so it must be managed to the fullest effect.
The approach of talent management use in human resources management has been
carefully verified by the practice abroad, the organizations consider it as a useful
instrument of systematic work with talented individuals. Talent management is of core
to the vitality of the business to meet and exceed current as well as future business

strategies and goals.

Framework of talent management proactively anticipates and meets business talent
demand which is necessary to successfully execute the business strategy. It insights into
the business strategy, then accordingly develops as well as retains prior talent and
attracting new talent to cope with the strategic needs in order to get best utilization out

of tools and processes to deliver talent management solutions.

Talent management solutions recognize the value of human potential in sustainable
corporate productivity. It builds an insightful understanding of the complexity of the
employment life-cycle. It offers the business a simple, integrated solution that is easy to
use, administer and maintain and that maximizes the investment made in their people.
Talent management is a set of competency-based human resource management practices
aimed at getting the best out of its high-value people and ensuring that right people are

in place to do a particular job. Although most organizations have increased their
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emphasis on talent management over the past three years, they recognize that they still

need to improve their talent management programs.

Even those talent management programs that are considered most effective —
specifically, employee learning and development, and performance management — are
rated as very effective by less than 30% of organizations.24 Employers are significantly
more likely to report being more effective on a particular aspect of talent management
when they have increased their emphasis in that area. On a global basis, organizations
are most likely to increase their emphasis in three areas over the next three years:

leadership, succession planning and career corridor.

Given today’s economic conditions, the skills and competencies that leaders require
have changed, reflecting the new behaviors that are needed for organizations to compete
successfully. Organizations are addressing this need by investing in leadership
development programs, emphasizing new executive competencies around creating a
strategic vision, change leadership skills to implement these new strategies and a results

orientation to deliver on them.

Organizations are also working to develop new leadership assessment tools around
these executive competencies. These tools will be used to assess the new leadership
competencies and to identify the development needs of leaders who, in some cases, are
required to make significant jumps in role complexity to meet the changing needs of the
business. Employers and employees alike recognize the importance of career corridor

and succession management, but employers are less effective in these areas.

Effective succession management is a tool for reducing human capital risks and loss of
institutional knowledge associated with employee turnover, and is vital to preparing
leaders for significant jumps in complexity as they move up the hierarchy. Developing
career paths and plans helps organizations direct employee development to those areas
that will prepare them for advancement opportunities and build deeper skill sets.
Together, career paths and plans and succession management all help ensure the
organization continues to develop the top talent and critical-skill employees needed for
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A concept of talent management does not place any special demands on organizations
from the standpoint of human resource management tasks as well as that of individual
personnel activities. A careful application and mutual interconnection of the best
principles and approaches that have proved their worthiness in practice, especially in the
field of acquisition and selection, education and development, remuneration and care of

employees are in question.

Talent management does not concern, as it is sometimes mistakenly simplified, only a
matter of remuneration and benefits for talented employees but also motivation, making
advancement in their career possible, creation of appropriate working environment, their
superiors' decent approach, cultivating a quality of recognition, appreciation and
respect, the introduction of targeted strategies and others that will provide people and

organizations with a space and the opportunity to develop and use their talent.

A prerequisite to the efficient working of talent management in the organization is its
initiation and support by organizations' management and its interrelation with

organization's business strategy. Particular processes of talent management then flow

from this strategy and become a practical instrument of talented employees'
management - acquisition, development and retention of talents. Talent management
should not be aimed only at workers with a high potential, e.g. at managers holding top
executive posts. It is necessary to introduce a broader approach that will identify talents

and key segments of workers across the whole hierarchical organizations.

Equally, talent management should not concentrate only on talents - individuals but also
on the optimal involvement of talented people in teams and for the purpose of synergic
effect then to form a sort of team total talent and that of the organization. The approach
of talent management use in human resources management has been carefully verified
by the practice abroad, the organizations consider it as a useful instrument of systematic
work with talented individuals. They really apply this system to the management of

their human resources.

As a proof, for example, can serve the results of the survey 2010 State of Talent
Management' carried out by the world's biggest association of experts in the area of

talent management New Talent Management Network in January 2010. The system of
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talent management has been implemented and is successfully used at 67 % respondents

participating in the survey.

An induction program is an important process for bringing staff into an organization. It
provides an introduction to the working environment and the set-up of the employee
within the organization. The process will cover the employer and employee rights and

the terms and conditions of employment.

As a priority the induction program must cover any legal and compliance requirements
for working at the company and pay attention to the health and safety of the new

employee.

Organizational culture is the workplace environment formulated from the interaction of
the employees in the workplace. All of the life experiences, strengths, weaknesses,
education, upbringing, and so forth of the employees define organizational culture.
While executive leaders play a large role in defining organizational culture by their

actions and leadership, all employees contribute to the organizational culture.

Culture is the environment that surrounds you at work all of the time. Culture is a
powerful element that shapes your work enjoyment, your work relationships, and your
work processes. But, culture is something that you cannot actually see, except through
its physical manifestations in your work place. In many ways, culture is like personality.
In a person, the personality is made up of the values, beliefs, underlying assumptions,

interests, experiences, upbringing, and habits that create a person’s behavior.

The way you treat people is one of the most important factors in all the companies. The
ability to keep the HR, organizations want and need to make your business successful.
As a manager, as a leader, may be one of the most important HR retention tools that the
company has. In addition, remember the key to retention success: People don’t leave

corporations; they leave bosses.

Some leaders are content to glance over an internal exit interview and conclude that the
valued HR is walking out the door because other companies are offering better salaries
or benefits packages or because someone else offered them a chance to advance or do

something different.
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Many people leave jobs because of the way they perceive the working environment and
their opportunities to do what they love to do in a way that allows them to be effective,
efficient and successful. In fact, in many cases when people leave a job because of a

mismatch with the job, the mismatch is perceived rather than actual.
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ABOUT THE BOOK

The term “Employer Brand” was initially used in the early 1990s to describe an
organization’s reputation as an employer. Minchington defines employer brand as
“the image of organization as a great place to work in the mind of current employees
and key stakeholders in the external market (active and passive candidates, clients,
customers and other key stakeholders). Competition for talent is heating up in many
industries and will probably intensify, since demographic trends make it increasingly
difficult for companies to replace valued employees when they retire. Innovation and
branding of HR technology is becoming vital for corporate human resource
management. Branding of HR-technologies are result of adoption of innovative
practice of HRM and management business sustainability.

Employer branding is central to the concept in Human Resource Marketing. With
competition hottening up, organizations are constantly paying for the attention of
good employees and this technique is considered to be a potent tool for attracting;
engaging and retaining the right talent/culture fit that helps in the growth an
organization. Employer branding activity is also about the image creation or
perception of the organization in the minds of the internal and external stakeholders.
This Book on Employment Issues and Challenges — Indian Perspective is intended to
introduce the students to the present state of our knowledge of employment in HRM
domain.
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