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I. INTRODUCTION 
In today’s competitive world, the growth and success of the organizations depend a lot on the quality of human 

resources they are having. Some of the successful organizations, in the past, lost to maintain the pace with the 

ever changing business world, due to improper management of this valuable resource. 

The organization is group of various kinds of employees. The employees contribute by using their talent, in the 

growth of the organization. So it becomes necessary for the management to retain and nurture top performing 

productive talent.  

According to CIPD, Talent Management is the “systematic attraction, identification, development, engagement, 

retention and deployment of those individuals who are of particular value to an organization, either in view of 

their “high potential” for the future or because they are fulfilling business/operation-critical roles”.  

But in reality, Talent Management still does not have a standard definition. Different people interpret it in different 

ways. For some, it means the same as succession planning; for others, it means -integrated efforts to attract, 

develop, and retain the best people; and for some, it means efforts designed to integrate all components of an 

organization’s human resources system to attract, select, develop, appraise, reward, and retain the best people. 

Human Resource Management (HRM) plays a crucial role in coordinating talent pools and maintaining 

momentum within a talent management strategy (CIPD,2010).  As changing demographics have alerted the 

business world, it is generally accepted that the organisations are currently dealing with the difficult task of 

managing talented workers.  

Over the last few years, talent management has been consistently seen as being one of the most urgent priorities 

for executives around the world. It covers all areas of the lifecycle of an employee including attracting, evaluating, 

developing and managing talent.  

It has caught academic researcher’s attention recently, and the research field has rapidly developed in this respect 

in the last decade. The reasons behind the increased focus can be attributed to demographic shifts and challenges, 

such as decline in birth rates, ageing workforce, shortage of skilled labour, all of which make it an interesting 

topic of strategic importance for both the practitioners and academicians. 

Talent is an innate or inborn ability to do something whereas Knowledge and Skill is a learnt ability. Keeping this 

in mind, talented employees in the organization should be managed differently as compared to the other 

employees. It is also observed that diversity aspect in managing talent for the most part have been neglected by 

most of the practitioners and academicians. Hence, research with respect to inclusion of diversity aspects and 

values, preferences and perspectives of talents themselves, seems crucial, in order to better attract and retain 

diverse talents. One of the characteristics of the current workforce is that it contains people coming from various 

generations. Each generation comes with distinct features and societal background. In addition, the employees 

nowadays are looking for employers who will provide them with professional development and growth 

opportunities, work/life balance, a way to be creative, and opportunities for high responsibility. 

 

 

 

Abstract: Talent retention management is rising in popularity and is becoming a necessity to combat 

increasing difficulties in the global Human Resource management practices. Organisations need project 

management talent that has the ability to deal with ambiguity and can lead strategic initiatives that drive 

change in an organisation. Organisations need to lead and direct projects and programs- not just manage 

them. 
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II. LITERATURE REVIEW 

Employee recruitment and retention has taken on new face as employers realize the methods used to attract and 

retain previous generations are not as effective today with the younger generation. These Millennials are highly 

sought-after for their technological savvy, energetic work ethics, and young, hip attitude that can help companies 

connect with young consumers (Sujansky & Ferri-Reed, 2009). As employers continue to seek out new employees 

to replace those who left the workplace, Generation Y is starting to enter the workforce in record numbers. 

Companies must first understand this younger generation, learn their background and characteristics as well as 

understand their work style and what motivates them. Those companies that lack a process to attract, hire, and 

retain this dynamic new generation, will risk losing billions of dollars if radical changes are not made (Sujansky 

& Ferri-Reed, 2009). 

The skill-set required to operate in the global business environment is more sophisticated and demanding than 

that required in a national context (Guthridge et.al ,2008). Brannen (2007) noted that, as the developing countries 

(e.g. Brazil, India and China) begin to take their places as economic lead markets, and as immigrant workers from  

developing countries take their place in the workforces in first world economies, uniform and non-discriminatory 

standards will have to be evolved for robust continuity. Theory states that the human capital of an organization is 

vital for the survival and prosperity of any company (Schweyer, 2004, Collins 2001). Add to this that the 

possibility for an employee to have a career, and advance in an organization, is a motivating factor (Caretta, 1992). 

Despite the recessionary climate of the later part of the opening decade of the 21st century, effective TM remains 

of greater significance than ever before ( Collings & Mellahi, 2009;  McDonnel et al., 2010). Arguably, TM is 

certainly of greater consequence for multinational companies (Collings et al., 2008) because of the complex skill-

set needed to operate successfully in different countries. As suggested by Schuller et.al.(2010), the global TM 

challenge is not only significant and growing, but also appears to be a concern across countries and/or 

organisations. In fact research suggests that not even the vision and strategy of a company are as important as the 

people that eventually will drive the company into the future (Collins, 2001).The extant literature shows that there 

is no consensus as regards what TM really is and what it entails in practice (Kabwe, C.B.,2011). 

 

Perspective on Talent Management 

As a concept in itself, talent management is actually quite difficult to define. It can be viewed from a number of 

perspectives, all of which give a different interpretation to the same activities within different organizations. The 

implications of each perspective on the development of the future leader could be quite stark (Al-Awamleh, 2009).  

 

Talent Management and Competitive Advantage 

The resource and knowledge based views recognize the firms’ knowledge resources as its tool for achieving a 

sustainable competitive advantage (Ordóñez de Pablos, 2004). Heinen and O’Neill (2004) argue that Talent 

Management can be the best way to create a long-term sustainable competitive advantage. A sustainable 

competitive advantage stems from valuable, company-specific resources that cannot be imitated or substituted by 

competitors. For how long it can be sustained depends on isolating mechanisms such as social complexity and 

firm specificity. An example of an isolating mechanism is when a knowledge based competitive advantage is 

embedded in the firm and not tied to specific individuals.  

According to Nonaka and Toyama (2005), knowledge is created and transferred to the different levels of the 

organization through a process that includes socialization, externalization, combination, and internalization. 

Human capital, relational capital and structural capital can all be sources of long term competitive advantage but 

the most significant evidence favours human capital (Ordóñez de Pablos, 2004). . A study of investment banks 

concluded that high performers rarely sustained their level of performance in a new organization (Deloitte, 2007b). 

 

Talent Management loop 

In terms of attracting talent, the market shows that resourcing budgets and recruitment for most companies have 

declined over the past few years and companies have noted an increase in unsuitable candidates (CIPD, 

2013a).Talent management budgets have not been as harshly affected, which suggests that companies have shifted 

to a talent management mind set with a particular focus on addressing retention.The talent management loop 

consists of attracting, evaluating, developing and managing talent (Tansley et al., 2007). In essence, this covers 

the full lifecycle of an employee. Attracting potential talent depends on how the applicant views the company and 

whether they share the same values of the organisation . Branding is typically focused on products and corporate 

brands (Backhaus and Tikoo, 2004). 

Bartlett and Ghoshal (2002) state that the HR function can develop a company’s human capital for sustained 

competitive advantage through strategic tasks known as building, linking and bonding. Building includes 

recruiting strategically for the best people at every level and managing out poor performers. 

Metrics are often used to measure and evaluate human capital and used for talent management initiatives (CIPD, 

2014b). However, it can be argued that this may not be ideal as talent can be difficult to measure, as it is complex 

and deals with potential rather than performance (Mellahi and Collings, 2010). This can be particularly difficult 
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in global talent management initiatives in Multinational Corporations (MNCs) whereby geographical and social 

distance may make those located at the headquarters of the organisation more visible to top management. The 

system within Google allows for talent to be discovered if someone is exceptional without any rules (Schmidt & 

Rosenberg, 2014). Schmidt goes on to say that these metrics focus on schools and GPA, while Google would hire 

someone exceptionally interesting without any of these requirements. Facebook take the same approach where 

individuals do not require a college degree for particular role and instead focus on ability someone has rather than 

a necessary college degree (Sullivan, 2013a). The development of people as part of a talent management strategy 

can be either formal or informal. The formal approach has benefits such as the ability to attract potential 

candidates, shows a clear learning path and supports individual development (Tansley et al., 2007).  Google has 

a formalised learning programme called GoogleEDU that uses data analytics and other methods including 

employee reviews of managers to suggest courses for managers (Walker, 2012). 

 

Managing Talent 

Within the talent management loop, managing talent refers to performance management, reward management, 

retention and engagement (Tansley et al., 2007). Productivity increases as a direct result of performance-related 

pay (Gielen et.al., 2010). Estimates vary greatly on the percentage that productivity increases through performance 

related pay, but has been estimated 9% to 50% (Gielen et.al., 2010). Facebook has a unique approach for managing 

people. Becoming a manager is  a lateral move and not a promotion. In order to maintain focus on their primary 

technical tasks, each new manager gets an internal mentor for four months and an external “strength coach” for 

three months with performance feedback every six months including from up to seven people and employees are 

constantly provided with real-time matrics to measure their results ( Sullivan, 2013b). 

 

Talent Management in IT Companies  
Talent Management within IT Companies is particularly competitive. There is a talent shortage in areas that are 

currently thriving such as data analytics, mobile and cloud computing (CIO, 2012). IT Companies are competing 

in a harsh environment against companies like Google and Face-book for top talent. Technology and business 

requirements change rapidly and it is important that companies hire the right people to gain a competitive 

advantage and to prepare for the future. Adding to the demand in the technology market are financial services 

companies and non-technology companies (Brightwater, 2015).  

 

III. RESULT & DISCUSSION 

The consensus is that there has become a shortage of talent in the workforce and that the companies will have to 

actively fight for talent in order to get the right people with the right skills into their organisations. It is 

continuously evolving and is influenced by external factors such as the economy, global expansion, mergers and 

acquisitions. 

Keeping this in mind, now days, companies are spending hefty amounts in updating their recruiting efforts, 

corporate cultures and management styles to accommodate this unique generation which will create new 

definitions for entrepreneurship, leadership, work environment, communication, corporate culture, and 

professional relationships.  

The new tech-savvy world has eliminated all the barriers between work and life. Employees are “always on” i.e. 

connected to their jobs through one or the other communication technologies may be the mobile or other online 

technologies. Networking sites like LinkedIn, Facebook, and Glassdoor are enabling the employees to build their 

job networks and also helping them in monitoring the market for new job opportunities.  They can collect each 

and every detail about the organization at the tap of the screen, providing insights about companies to employees 

and potential employees alike. This is making the problem even more challenging. 

The balance of power in the employer-employee relationship has also shifted. Gone are the days when the 

management used to treat the employees as subordinates. Today the companies will have to treat the employees 

more like customers, partners or investors rather than subordinates.  
Companies are also facing challenges in attracting talent due to skill shortages, changing demographics, 

globalization and rapid changes in technology. Over 70% of employers in Ireland had expressed concern over the 

skill gap and their ability to grow as result of this (Accenture, 2013). In a PwC (2014) report, 93% of CEOs 

recognise the need to have strategies in place to attract and retain top talent. It is a difficult decision for any 

organisation to decide whether to promote internally or hire externally for certain roles. While external recruits 

can bring fresh ideas, hiring internally for senior roles brings internal firm-specific knowledge and it is particularly 

important for specialist roles within the IT industry (CIPD, 2014a). 

For making, talent management strategy successful, support must be found at all levels of the organisation. Line 

managers have a key part within the talent relationship management. When correctly done, performance 

management coupled with talent management strategy can create positive engagement and motivation among the 

employees. 
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While approaches to talent management differ across countries and organisations, majority of the HR 

professionals realise that their organisations develop strategies, in question, in response to rather than through 

alignment with their business strategies. This incoherence between business & HR professionals deprives both 

sides of opportunities for closer and beneficial understanding and engagement. Through a more collaborative 

relationship, HR would gain greater insight and knowledge around project management, and its critical connection 

to organisational objectives, enabling more efficient effective recruiting, retention, and development of employees 

with the essential skill-sets. With the increasing complexity of projects and the ever increasing pace of change, 

organisations recognise that it is no longer enough to focus their talent hiring and development on only on 

technical project management skills. The well-rounded project manager not only has the technical project 

management skills, but also has the strategic and business management skills- and leadership skills. 
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