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Abstract: Talent management is a continuous process that consists of retaining as well as 

attracting high-quality employees, augmenting their skills, and encouraging them continuously 

to enhance their performance. The main perseverance of talent management is to construct an 

enthused workforce that will stay with the corporation in the long course. Talent 

management assists workforces to feel involved, skilled, and encouraged, letting them put the 

effort into their works to achieve the corporation's business goals, which consecutively, 

upsurges business performance and client satisfaction. This paper reviews problem with the 

clarification of talent management and the deficiency of data associating various specialist 

statements. Later we highlight the researches which maintains a methods-oriented clarification 

focused on the planned talent management. In the last part, we recommend some forthcoming 

opportunities in associated research to advance the arena of managing talent and also associate 

it more thoroughly with the enormous size of activity in strategic human resources 

management. 

Keywords: Human Resource Management (HRM), Talent Management (TM), Succession 

Management, Talent Strategy, Workforce. 

 

 

INTRODUCTION 

A spontaneous analysis of previous research literature related to the “(TM) Talent Management” subject will 

certainly lead to conclude that this is a widely known and developing field. In late 2004, using a standard 

internet search engine a search was done regarding the term "Talent Management HR" which generated more 

than 2,700,000 hits. A quest for the same word one year later generated above 8 million hits. With the existing 

figure of talent management consultancy corporations as well as the rising amount of publications on the 

subject, it is anticipated that talent management is a precise field of preparation backed by wide-ranging 

research as well as a fundamental collection of ideologies. A literature examination directing towards talent 

management displays a troubling deficiency of consistency on nature as well as general significances of talent 

management.  

We study the publications oriented on the practitioner that cloud most of the TM conferences and find some 

disputes with the concept, operationalization, and help of TM. In order to define consequences for TM, we then 

borrowed and included planned literature of “(HRM) human resource management”. First, we recognize many 

aspects of a study that may assist as the basis for a methodical approach to TM which is based on the grounds of 

science. Finally, we propose three proposed lines of analysis that supplement the planned HRM literature and 

muddle it very near to a TM context that is intentionally focused [1].   

Due to the vagueness about meanings, notions and the numerous claims prepared by authors who transcribe TM, 

they concluded that it is challenging to define the precise sense of Talent Management. Beyond the ambiguity of 

meanings, it is considered that this is a concern for the jurisdiction of Human Resources, to prepare as well as 

oversee the attainment, placement, and occupations of employees.” Why the swing in language, and what is 

talent management, in particular? "Talent management" is described by many recent publications in 

practitioner-oriented literature as a core element of successful progression planning and a struggle to guarantee 

that everybody works completest according to their capacity at entire levels. Many scholars struggle to describe 

the concept or agree that "No single definition is present which is consistent or concise."  

We researched deeper and discovered three distinct strains of thinking about TM, within this discouraging start. 

The first describes talent management as a group of traditional procedures, roles, tasks or specialist fields of the 

human resource department, such as hiring, procurement, development and career management. According to 

these authors, talent management includes performing what HR has already completed more often but 

performing it more resourcefully or within the business. "Olsen offers a distinctive view, "The conventional 

department-oriented staffing and recruitment mechanism of an organization has to be crooked into organization-

wide desirability and preservation effort for human capital. Whereas many followers of this methodology 

understand TM very commonly, there is an affinity to restrict the scope of TM for professionals who rely 

entirely on specialty fields contained by HR. For instance, recruiters tend to address talent gaining in terms of 
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obtaining the finest potential applicants, preparation and growth proponents boost developing talent concluded 

with the use of leader growth systems, reimbursement authorities tend to highlight the use of apparatuses of 

reimbursement and presentation supervision, while leadership focused writers strain sequence planning. These 

researchers substitute the conventional word "Human Resources" with "Talent Management" irrespective of the 

possibility of their opinion about a particular point [2]. 

A second take on managing talent depends mainly on the knowledge of reservoirs of talent. According to these 

authors, TM is a chain of procedures envisioned to ensure an adequate flow of employees across the corporation 

into the occupation. These techniques are also very related to what is generally known as sequence management 

or the planning of human resources but may often incorporate traditional HR activities and procedures such as 

hiring and collection. Essential to these methods is forecasting employee/staffing demands and handling the 

advancement of workers across jobs, most frequently employing the practice of organization-wide software 

programs. The stress is often more internal as compared to the external in these situations. "The initial step in 

managing talent is to enhance a concrete understanding of the central workforce," Schweyer provides a 

viewpoint characteristic of this approach.  

Many human resources experts will be shocked that the issue of maintaining a sufficient influx of talent into 

roles while maximizing company resources has been a matter of apprehension to industrial management and 

industrial engineering researchers. These approaches, typically referred to as workforce or manpower 

preparation, normally comprise modeling administrative recruitment flows by coding pyramid tiers, guidelines 

for joining as well as resigning from a job, and measures for example costs, planned term along with demand 

and supply. In order to simulate a multiplicity of organizations and personnel planning concerns, the 

advancement of individuals into roles due to development, turnover, and other variables programmed into the 

model was used. The talent management arrangements of the organizations that list employment abilities as well 

as staff requirements and hiring have the benefit of instantaneously contemplating more positions than other 

workforce models but execute the same role in principle [3]. 

Talent is typically the subject of a third viewpoint on TM; that is, without respect to corporate limits or 

individual roles. Two general perspectives on talent coming from this viewpoint. The first extravagances talent 

as an absolute good as well as a resource primarily to be controlled according to principles of achievement. That 

is, enormously skilled employees, irrespective of their particular position or, in certain situations, the specific 

needs of the company, must be found, recruited, and differentially compensated. Thus, in disparity to another 

opinion defined above, corporations are predictable to classically handle skill presentation pools instead of 

succession pools for specific employees. Promoters of this method assign employees by performance level and 

assign ranks to signify top, experienced and bottom performers correspondingly. It allows the corporation to fire 

the bottom performers rigorously or recruiting top-grade performers exclusively to the better positions. For 

instance, top-grading is clearly termed as packing entire firms through a performer, massive earners,  low wage 

workers, senior management, few in the highest ten percent of their salary [4].  

It is seen as an undifferentiated good from the second viewpoint of generic talent which originates from both 

generational and humanistic perspectives. Talent is essential whether it is the profession of a dominant HR story 

to handle extraordinary production for one and all or because industry configurations create talent more 

anticipated in general. 

 

A Novel Way to Contemplate Talent Management: 

Since the 1950s, models of supply chain management have changed dramatically, unlike talent growth. 

Companies no longer possess large factories where they store the materials required to manufacture goods that 

they will market with certainty for years for the reason that competition is muffled and demand is exceptionally 

predictable. Corporations have technologically advanced and uninterruptedly improved. Manufacturing 

processes are done in an assigned time-period and several additional expansions within the supply chain. It 

empowers them to predict variations in requests and modify goods even more rapidly and effectively at the same 

time. So the suggestions have been provided which is something comparable to complete production within the 

allotted time-period regarding the development field i.e. an arrangement for talent demand. For a moment, it can 

be observed that how suitable this prototype may be to meet the creation of talent. 

Product demand forecasting is similar to skill needs forecasting; estimating the best and quickest options to 

produce goods is the equivalent to talent growth cost-effectively; outsourcing some elements of production 

processes is like recruiting outside; ensuring prompt performance applies to succession case preparation. The 

problems and challenges of managing an internal talent pipeline are strikingly close to how goods pass through a 

supply chain: reducing bottlenecks that impede change, speeding up delivery time, optimizing predictions to 

prevent mismatches. The problems and challenges of managing an internal talent pipeline [5]. 

Four specific concepts are taken from logistics and supply chain management that use the most creative 

approaches to talent management. On the demand side, two of them discuss uncertainty: how to diminish the 

uncertainties of prophesying talent demand and to balance convince to buy decisions. Further two discusses the 

uncertainty on the supply side i.e. how to make the most of the return on speculation in growth activities and to 
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safeguard the investment by applying internal prospects which enable afresh educated administrators to twig 

within the business. 

 

Worldwide Talent Challenges and its Management: 

Nowadays, the Corporations worldwide are dealing with the numerous peripheral talent extortions in this 

extremely impulsive, fast moving, and extremely demanding universal climate. Global talent difficulties are 

noteworthy HR rooted market worries that ponder on supervising a corporation to guarantee the accurate 

amount of the factual talent and energy, directed towards the right point also at the precise time, during both 

financial and economic ups and downs within a very vibrant environment to support the employees with the 

corporation's requirements in the short period. In the sense of a reasonable setting, worldwide talent 

complications ascended. Among the numerous variables that form the individual problems and responses of 

various organizations are:  

 Globalization,  

 Changing Demographics,  

 Requirement of employees along with experiences and enthusiasm, and  

 The supply of required experiences and enthusiasm.  

In the following paragraphs, we explain these powers and shapers in more depth to provide guidance for the 

appearance of the worldwide talent challenges elevated. 

Companies must take benefit of an extensive range of HR approaches as well as activities to successfully solve 

global talent challenges. Worldwide talent management are mostly conceptualized and denotes the organized 

practice of exceptional HR approaches and procedures in order to take care of the numerous worldwide talent 

issues an organization faces. These include particular elements of HR policies and activities relating to 

management of position and transfer, preparation and forecasting, hiring, training and growth, and assessment of 

personnel in accordance with the strategic directions of an organization while taking into consideration the 

changing employee concerns and regulatory requirements [6]. 

 

Issues with TM as Presently Defined: 

It is obvious from the above that there is no clear definition for the word "talent management." It is practiced in 

too many conducts and is frequently a means of underlining the tactical significance of an HR knowledge 

without contributing to that specialty's theory or practice. Or, a convincing narrative about the significance of 

handling creativity is used to pitch. Talent is fundamentally an impartial term for people because of the opinions 

on how individuals can be managed vary so seriously that contradictory assistance can be suggested by TM 

literature. Similarly, unsatisfactory are the three viewpoints related to TM which stemmed from the study of 

literature review of this paper. Describing TM more effortlessly in sense of the characters of conservative HR 

brings slight to our awareness in managing talents. The management of internet recruitment, staffing and 

placement can encompass the accumulation of some new skills to the skill set of a recruiter or HR generalist, but 

it must not fundamentally modify the concepts leading to successful recruitment, staffing as well as selection. 

The initial submission of TM is therefore unessential. Maybe it functions the tenacity of re-branding HR 

accomplishments to retain them superficially unique and different, nevertheless it does not progress our 

knowledge regarding talent management resourcefully and proficiently [7]. 

The another point of view simply repeats most of the progression and employee’s preparation work undertaken 

and therefore is unsuccessful in improving HR experience or viewpoint. That is not meant to recommend that it 

will be productive or not to progress in succession management methodologies or to incorporate more 

thoroughly with the company hiring prototypes recognized in management sciences. It is considered that HR-

driven succession planning work will greatly benefit from reviewing that literature. We clearly say that "talent 

management" creates the same issues as the first insight by naming these approaches; it does not offer gradual 

understanding and is thus needless. 

TM's third stance is probably the most controversial. In the one side, on at least two occasions, it is an appealing 

message. It is suspected that the immense majority of HR specialists would vibrate with the fact that: working 

with the organizations and its procedures only, cannot trace on the essential largest competitive differentiator of 

an individual: each person's innate ability, one person at a time. Most of the high performers in a similar manner 

would actually desire to be encircled by other extraordinary performers instead of low performers, further 

replacing each role with a 90th percentile performer seems to be a fair way to increase an organization's 

performance. 

The aspirational message and convincing narratives underlying these techniques, on the other side, obscure 

some concerns. First, the concept of considering the talent in-built in each employees is well intended other than 

strategic. This doesn’t provide any guiding principle to decide the number of resources which can be consumed 

to determine each employee’s potential and seems to postulate that, from the developmental and economic 

viewpoint, all employees are likewise essential to the corporation. It recalls a view of human capital that is 

unpredictable with current requirements. Talent management of each individual with the purpose to be 
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completely updated means discovering a insightful way to isolate low-performing employees from the 

corporation on the other hand providing others with suitable opportunities, which simply reduces strategy to the 

meaning of TM to be considered as HR [8]. 

It is equally non-strategic to supporters of handling talent by positioning individuals in rating groups. The 

hypothesis that a definite proportion of employees must be systematically removed from the corporation lacks 

the fact that qualified success may be entirely appropriate for some occupations or that an institute may choose 

to enhance operational competencies on some talents whereas de-emphasizing some for some jobs. And if these 

methods make sense to an organization, there is no solid counsel from its supporters to adopt them. For 

example, while some recommend a "rigorous" talent evaluation requiring a discussion on the success and ability 

of each person in the organization, the detailed literature on issues relating to rater priorities and mistakes in 

performance evaluations is overlooked. 

Indeed, perhaps this suggests the main issue with this approach to TM; instead of evidence, it is embedded in 

encouragement as well as narrative and constructs a case focused on executives' limited self-reports. Handfield-

Jones et.al offers a common example: a CEO running a troubled business understands talent is the secret to 

success and hires high-quality staff in the enterprise. The company's success has changed significantly over the 

next three years. Earnings rose from 285 million dollars to 445 million dollars, and the businesses stock price 

more or less doubled. Talent was definitely not the only lever. Undeniably, the firm has amended its marketing 

processes significantly, acquired new companies on the other hand selling some, and arranging its collection of 

products. Talent, is considered as the most substantial term. The various other activities would not be fruitful 

deprived of superior skill [9]. 

Clearly, without evidence to authenticate it, a testable prototype is being innovated. The circumstance that these 

events outspread at the commencement of the economic bubble of U.S. in the year 1990s is left unrecognized by 

the writers. And by 2005, the corporation in question figured its effectiveness slip which is nearly seventy-six 

percent. If talent mentality in this industry was so deeply founded, then why there is downturn in outcomes? In 

this situation, it is suspected that talent is crucial; the question arises is in what way and how much? The absence 

of calculation and analytical precision in this approaches creates trouble in concluding the unit at which results 

could be associated to technology, talent, particular physiognomies of the market, the environment as a whole, 

or some supplementary aspect. 

Up to the present time, robust data analysis has been similarly unburdened by criticisms of the War for Talent 

methodology to TM. Eichenwald discusses the misapplication and the deleterious consequences of a talent 

review technique at Enron, even though Gladwell condemns this technique for nurturing an almost exclusive 

emphasis on people rather than the numerous organizational qualities that benefit them. These critiques are 

focused on interviews and chosen empirical results from social science, but the Enron case was not central to 

any of these contributors. The use of "talent management" strategies is commonly believed to have led to the 

collapse of a CEO in another major company, but other causes are not specifically considered or are presumed 

to be less momentous, as was the situation with papers printed in favor of the various techniques of TM [10]. 

In brief, without being routinely related to peer-reviewed, researched-based data, the subject "talent 

management" was vigorously followed in the trade and mainstream press. This has been largely established in 

conducts that have not included in our consciousness of managing talent in corporations. TM inclines to be the 

modern term targeted at re-packaging traditional HR task strategies or highlighting the requirement to 

familiarize to demographic variations. Standard books published by specialists offer large ideologies for 

managing talent, illustrated by deliberately chosen analogies and often unsupported stories. The 

recommendations tend to simply replicate HR actions entrenched resolutely in intellectual literature to the notch 

that scientific literature is quoted in these publications. TM is nothing more than the implementation of good HR 

methods in these situations. Authors also, however, suggest conflicting methods. 

With this state of concerns in the professional’s literature, it is disturbing that managing talent does not appear to 

be a logical literature concept with currency. Of course, our intention does not criticize emphasis of a talent or to 

consider talent is not essential. As an alternative to the currently defined, we undoubtedly fact out TM as not 

efficiently grounded in science, similar from conservative HR activities or castigations, and is supported chiefly 

by narratives. 

 

Developing Consistent and Valid TM Actions: 

Adhering to empirical measuring criteria needs upholding the pledge of a systematic, science-based 

methodology. Although this might sound clear, it is disconcerting to notice the degree to which basic concepts 

of evaluation in talent acquisition literature are overlooked. "Workforce analytics current’s" prevalence 

threatens to encourage the swift manufacture of metrics and control panel with minute regard about the 

legitimacy of such indicators. The complexity of understanding most benchmarking indicators was noted earlier 

and Boudreau et.al notified of the threats to create the scorecards of the HR comprising hundreds of directories 

and data components, without a managerial outline, hoping that commercial leaders will discover the science of 

the crucial decision to use them wisely." A typical sector career ladder association is shown in Figure 1 below. 



Chanchal Chawla et al / An Acute Review of Talent Management in Work Place 
 

Journal of Contemporary Issues in Business and Government | Vol 27, Issue 3, 2021                                 797 

 

Fig.1: A common association field career ladder. 

Bad calculation does not seem to be a function of newly developed measurements alone. Distressingly, ignoring 

testing the calculation properties of key HR procedures still remains commonplace. For example, at a major 

academic meeting, an enormous group of persons of age above eighty of corporation psychologists appearing at 

a discussion debate based on managing talent were requested to demonstrate, by floating hands, how often 

success appraisal scores were castoff to classify best performers as measure of managing the talent processes of 

their organization. Almost all of the practitioners lifted their hands in the room. "When the continuation query 

is, "Exactly how many persons have reviewed the performance supervision mechanism to guarantee that it is 

accurate that best performers are correctly identified? "There were almost no hands held.  

This is an undeniably unscientific finding, but increases concern regarding the point to which metrics which 

make sense are generated by benchmarking, traditional HR activities, or the push to combine HR and financial 

structures. "Even a well-researched method with dimensional problems, unreliability and sensitivity to rater 

goals, such as performance assessment, appears to be generally used to recognize talent. It may be beneficial to 

explore adapting standard metrics in a different way instead of developing new metrics. Ramstad and Boudreau 

proposed that business-influenced metrics denotes choices everywhere they are completed, not only to the 

character in which it is created. For instance, line executives who invest in endeavors with low investment 

revenues do not feel guilty for their bad choices on finance. However, HR professionals know that HR can 

usually be blamed for the outcomes of a boss who suffers high turnover because of bad supervision or poor 

recruiting [11]. 

No research that explores approaches to guarantee that metrics are served back to decision making bodies about 

the talent choices they often make has been identified. It is easy to measure the merit of the preferences of 

executives to guide one individual over another towards a growth creativity, to employee one individual over 

another, or to recommend an employee for a great potential talent group, meaningful pointers that have the 

prospective to dramatically strengthen corporate talent resolutions. It remains unaffected how these events 

should be documented and the limpidity mechanism required to confirm action. 

 

Future Advices for The Related Research:  

For TM to augment a lasting involvement to the arena of human capital, many fields of study must be sought. 

First, it is important to thoroughly define and validate core components of the TM choice architecture. Doing so 

enables the development of a skill hypothesis that makes it easier to build and validate fully defined TM models. 

Second, it is important to explore and more thoroughly implement analytical methods that allow a system-level 

of research into talent management practice. This involves assessments of the effects of talent-related actions 

around the enterprise at numerous levels of the corporation as well as the specification. Finally, it is important to 

establish and sustain steps compatible with talent architectures and device assessments to workwise 

acknowledged levels of productivity and legitimacy. Each of these requirements for study would in opportunity 

be considered [12]. 

 

CONCLUSION 

As an area of study, managing talent is still in its early stages and whilst the community of professionals has 

long understood its importance, the academic world has been reluctant to resolve the differences in theory and 

practice, with few taking into account the field of preparation and development. I have outlined one clear area of 
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interest in this paper which I feel is the starting point before talent management starts; the terminological 

uncertainty surrounding talent working concepts. This has significant consequences for those looking to plan 

and execute talent acquisition programs in organizations. For one thing, with the inclusion of "creativity" as a 

particular aspect of talent and the meaning of the world perceived as having an impact on the development of 

talent, we need a holistic understanding of talent as both natural and learned. Researchers have a chance to add 

consistency and leadership of thought to a common issue that lacks coherence and precision. A word without 

meaning is TM when it is used. Researchers can dramatically increase the consistency of talent discussions in 

organizations by grounding TM in a tactical judgment background that unambiguously directs talent decisions, 

creating system-level models that explain the multi-pool influences of talent choices and mounting effective, 

credible and potentially significant interventions. 

In companies, there are those that are not involved in talent acquisition systems and we need to be mindful of 

this. Organizational workforce retention programs, for instance, tend not to take those in low-skilled positions 

into account because they neglect certain categories, such as older staff. This may be correlated with the void 

that enterprises need to value domain knowledge. In other words, the value of someone with extensive expertise 

in their particular area as the talent that the organization may use is a desperate necessity for organizations to 

understand and appreciate. The "raw" amount of time needed for individuals to gain mastery of a subject often 

needs to be sufficiently appreciated. Many that have achieved supremacy in their field have been reported to 

take about ten years to grow. This is seen in companies such as GE, where executives have been in place for a 

long time in the most prosperous areas of the corporation, and where GE was found to have struggled in the 

positions where they "churned" individuals like re-insurance. Functional talent as a category is still very seldom 

taken into account, although it is not unknown, as demonstrated by an industrial organization's executive 

director describing how, after developing and introducing talent management to take into account senior 

management and middle management tiers, he then developed a talent management policy for those in his HR 

position. 
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