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Talent Management

Talent management is about delivering business
success through understanding what we actually
mean by talent, and how it can achieve the specific
goals of the organization. It is about ensuring that
companies value the natural talents and
aspirations of people and is also about assuring
that the companies understand what blockages
can spoil hard work. K Vasantha®

rganizations, today, large and small, speak of talent management as part of their business

strategy. What they are referring to is a way of recruiting, developing, motivating and

retaining their employees to address their business objectives. But this is easier said
than done. How many business goals are met by the talented employees! Even worse, how many
talented people are operating at the levels required for business success?

This is not just true of people alone but itis also true of the processes involved in recruiting,
performance management and development and to what extent are these processes based on a
clear analysis of the talents and skills that people will need to operate at the next level? To what
extent do companies build people’s capability and motivation to meet the needs of the business
in a few years of time? The acid test is simple—do people with these qualities deliver the kinds
of business success which companies are aiming for?

Too often peo plre do not deliver business

success to the extent expected. The primary
reason for this is ‘opposing goals' from both
the sides, the organization and the people.
This is primarily a result of a wide range of
people processes that often take place
without a clear relationship with the
ultimate aims and culture of the business.

In fact, the single biggest challenge for
any corporate leader today is to achieve a
connection between talent strategy and
business strategy.

Workforce

It is vitally important that individual analytics

aspirations and organizational goals are
delivered together. Too often, these are seen
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as unequal partners. However, organizations that genuinely focus on understanding each person's
own natural talents tend to achieve corporate success. Business leaders and HR leaders need to
create different routes for people to progress and develop. This approach requires an open mind
and should be able to tackle questions like “How can we use this person’s talents and energies?”,
“How can we organize our work differently?” or “Are we aiming for the wrong things?” But if
such issues are genuinely addressed, great things can be achieved.

“Alignment” is another key element of a successful talent strategy. When selecting or
developing people, most organizations focus on the skills, knowledge, experience and behaviors
required for the role. However, some organizations are beginning to look at the behaviors required
to operate effectively in a particular team or culture. We need to understand the relationship
between people’s motivations and the sort of organizational cultures in which they will thrive.

Talent management should be about delivering business success through understanding
what we actually mean by talent, and how it will achieve the specific goals of the organization.
[t is about-ensuring that companies value the natural talents and aspirations of people. It is about
assuring that the companies understand what blockages can spoil hard work. It is about operating
people processes that join together not only with each other, but also with the business’s goals.
And finally, it is also about understanding how to manage people for alignment as well as ability.
If businesses can adopt these approaches, they will not only be successful but also have fulfilled
and effective people.

Box: Talent Management: Understanding the Dimensions

Talent management is difficult to define because it's a complex undertaking that operates within the
strategic human resourcing task generally. In the CIPD’s 2006 learning and development survey, only 20%
of respondents specifically had a formal definition of talent management and, although 519 of respondents
said they undertake talent management activities, there is generally a lack of consistency in defining talent
and talent management.

Talent management requires HR professionals and their clients to understand howr they define talent,
who they regard as “the talented” and what their typical background might be. It also requires thinking
about whether such recruits should be seen as particularly gifted. Talent can be considered as a complex
amalgam of employees’ skills, knowledge, cognitive ability and potential. Employees’ values and work
preferences are also of major importance.

How these are all identified and measured is a challenging task, and a number of issues arise. For
example, is it possible to develop a profile of what to look for when trying to recruit and select “high flyers”
—those with potential to develop into senior management or professional roles? Can we understand what
motivates high flyers? How might they be assessed, then managed? What instruments should be used to
assess them and what learning and development interventions should be used to help them learn and
support their development? How can we retain these people and also prevent their derailment or
non-suitability? How can you develop talented individuals without doing so at the expense of developing
teams?

Coaching is often cited as a valuable tool for talent management of senior posts, but what is coaching
used for—developing their knowledge? their social skills? their political awareness? How can talented
people be rewarded—do they need different reward incentives, financial and non-financial? What’s the
difference between seeking out the very best, as opposed to the very good? How much does all this cost,
and is it worth it? coied
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