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Talents!

¸ Several definitions of talents are found in the literature 
that were used in various contexts (Puvitayapahan & Tubsree, 2007; 

Tansley et al, 2006; Conway, 2006; Mucha, 2004; Morton, 2004; Sears, 2003; Berger & 

Berger, 2003; Michaels, Handfield-Jones & Axelrod, 2001; Minter & Thomas, 2000).

¸ Synthesizing these definitions, talents have been 

defined as the individuals with high potentials, 
having crucial knowledge and skills that can 
make significant contributions to current and 
future performance of organizations . 

¸ They usually consist of about top 10-15% of the 
employees (Berger & Berger, 2004; Conway, 2006).
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REALITY IN TALENT MGT/DEV

Many companies are still not very effective in achieving key 
talent management & development goals - and this 
represents a strategic opportunity for HRD professionals 

Source: McKinsey, Winning the War for Talent, 1999
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Talent Development & Retention

¸ The importance of talents has become more significant 
today with the shift towards the knowledge economy 
resulting in firms being highly dependent on educated 
and knowledgeable employees (Bierly, Kessler & Christensen, 2000; 

Lehman, 2007).

¸ Half the top people at Americaôs 500 leading 
companies will leave in the next five years (Petro & Petty, 

2007).

¸ About 41% of employers in 27 countries worldwide 
are having difficulty in filling key positions due to the 

lack of suitable talents (Manpower, 2007).

¸ A survey of 400 HR executives in 40 countries found 
60% of firms do not have a systematic way of 

retaining high -performing workers/talents (IBM, 2008).
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Talent Development & Retention (contd.)

¸ Talent Management has received considerable attention 
in management literature and has now attracted the 
attention of academic researchers inHRD (Bhasin & Low, 2002; 
Mucha, 2004; Barlow, 2006; Lewis & Hekcman, 2006 Bhatnagar, 2007; Pepe, 2007; Cappelli, 
2008; DôAnnunzio-Green, 2008; Garrow & Hirsh, 2008; Othman, 2008).

¸While attraction of talents were key issues in the recent 
past, talent development (TD) and talent retention 
(TR) issues are becoming increasingly challenging 
for organizational leaders, and are also receiving 
increasing attention among researchers and practitioners.

¸ Past literature has suggested that TD is a part of TM 
(Convergys, 2007; Puvitayapahan & Tubsree, 2007; Deloitte, 2004). 

¸TD is a more critical issue than TM in todayôs 
context , and organizational leaders are 
increasingly recognizing the importance of 
developing and retaining top talents across  
business (Marchand, Shannon & Koumans, 2004).



6

ÅWhile compensation and benefits have been 
demonstrated as one of the most important factors 
in retention (Lockwood & Ansari, 1999), it is not the only critical 
factor that causes talents to search for better work 
opportunities (Helpert, 2006; Glen, 2006; Murphy, Ninom & Allen, 2007). 

ÅTalent development (TD) is the process in 
which talents are groomed or developed for 
continuous upgrading of their expertise and 
critical competencies.

ÅThe massive investments in TD make TR a 
very significant issue today, and TR efforts 
are critical at both organizational and 
national levels (Oon, 2008; Zweig, 2006). 

Talent Development & Retention (contd.)
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Attraction, Retention, & Utilization of 
Talents:

¸ Forces for Attraction of talents:

¸ Recruitment/Selection- Pay, Benefits, person-
job-org fit

¸Forces for Utilization (Engagement) of talents:

¸Getting best out of the talentsé

¸Forces for Development & Retention of talents:

¸ Career dev, Skills dev, Work Environment


