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	Management Spectrum
	

	
	
	

	
	
	


The game of management focuses on five (5) fronts namely; Finance, Marketing, Production / Services, Procurement and personnel. The last aspect namely; personnel in today’s time is generally referred to as Human Resource Management / Human Resource Development (HRM / HRD).
It is generally believed that man behind the machine is very important and consequently the engine of growth and development of the economy of a country in general and an enterprise in particular depends upon Human Resource Development. No wonder during the 70’s this topic received pronounced importance as Human Resources were declared as Human Capital which was considered as vital for the growth and development of the economy of a country to strengthen its frontier.
There is a rise of topic entitled: “Talent Management” together with its development. All enterprises which focus on this aspect have turned the corner and have been instrumental for value creation, thereby contributing to accelerating socio-economic growth of the country.

	
	Talent Concept
	

	
	
	

	
	
	


It is important to understand the concept of talent. Talent constitutes as natural ability or power and natural endowment. People collectively or a person with talent are required to be developed as young talent contributing collectively to the good of the enterprise. The expectation is that with the development of talent and its proper utilization an enterprise will be a beneficiary in many ways including beefing up the bottom-line, increase in productivity, ensure steady growth, providing leadership and achieving the much sought after goal of market penetration.
	
	Talent Development–Inretrospect
	

	
	
	

	
	
	


It is interesting to note that several decision sciences are available at present in the shape of capital market where practices of Accounting supported by tools of finance have been operationalized.  For a sharp focus on customers and product market, discipline of marketing has been developed. However, talent-ship is a new arrival in the world. Functionally speaking, it has three dimensions namely; strategic focus, management controls and operational controls. In all these three dimensions in the hierarchy of an organization, talent development constitutes for its subsequent excellent management.
	
	The Dynamics of Talent Management
	

	
	
	

	
	
	


For proper development and subsequent beneficial impact, focus should be on development of physical traits, social traits, personality traits and personnel traits.
	
	Scope of Talent Management
	

	
	
	

	
	
	


Scope of talent management has eight dimensions. These consist of identifying the right persons for appropriate performance, alignment of the right person to the right work, ensuring stability with smooth succession in the enterprises, closing talent gaps, constituting management team, motivating senior management to confront poor performance and re-enforcing personnel and professional accountability alongwith the performance management.
HR dimensions to talent include engaging, developing and retaining talent in an enterprise.

	
	HR Changing Scenario
	

	
	
	

	
	
	


Traditionally HR has gone through three suggestions namely; move in (recruitment), move around (training, development, transfer, retention, promotion, assessment, orientation, job security etc.) and move out (attrition, resignation, severance, death etc.). However, for talent management, we now have a new and expanded role of HR. This consists of two parts: The first one focuses attention in development of vision, cultivating culture, following ethics, operatinalizing sound values and brand development. The second phase constitutes pacific aspects. The constituents are: Human Capital Management, Business Intelligence, Business Decision, Business Transformation and Autonomy of Employee.
	
	Global Trends
	

	
	
	

	
	
	


Some of the outstanding examples on global basis for a talent development have been contributed by GE, Johnson & Johnson Dell Inc., IBM, Weyenerhaeuser, Bank of America, Pepsi Co., UBS, Proctor & Gambles and Cisco System.
	
	Suggested Directions
	

	
	
	

	
	
	


There are several models for talent development. The one contributed by Deloitte through their research model constitutes chain with five links. These include: Attract (recruitment policy and induction program), Deploy (performance and career management, internal mobility, research, development of leadership, critical skills, attitude of management), connect (investment in diversity management, knowledge management, remuneration of team) and retain (balance between work and life, incentive pay, listening to employees, consensus on the lack of attention paid on retirement).
It is forecasted that the baby-boom generation will disappear and hunt for talent will increase in future in the world.
	
	Concluding Comments
	

	
	
	

	
	
	


It is strongly recommended that some specified number of hours (30 – 40 hours annually) be spent for talent development. Data-base of employees competencies must be maintained to enable the enterprise to establish a healthy image between individuals and vacancies. Some metrics around talent management should be developed with focus on percentage of job filled up through internal applicants or percentage of developmental reasons and finally employee value proposition should be developed. All in all, the clarion call is to develop synergies within the organization to achieve the much desired goal of talent management
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