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1. Introduction

Human Resources (HR) called labor in the post industrialization era of the early 20th century were considered as avoidable costs of business since (a) HR were used for low level tasks needing physical activity without intellectual contribution and (b) HR were easily replaceable with another set of limbs available in plenty at a lower cost, as change of personnel didn’t translate into loss of talent to carry out the task. 

Fourth quarter of the 20th century, and early 21st century witnessed HR gaining recognition as an asset (Resource) and not a liability to the organization. This is because IT became a replacement for mundane repetitive tasks performed earlier by HR and role of HR now elevated to intellectually demanding roles adding value to the organizational’ growth.

It is recognized that HR becomes an asset only if they possess competencies (talent) to perform value adding tasks required in aiding the business of the organization. The process of equipping HR with talent or competency to perform tasks expected of them became known as Training and Development, a subset of the larger subject of TM. 
Talent creation is through the Training and Development process which is a capital investment in the future of the organization. Lack of needed talent / competency could be detrimental to the competitive advantage of the business (Maura Sheehan,  Jun 2012) 
Recognizing the importance of protecting, preserving, nurturing and supporting the Human capital and sensitivity to diversity in age, ability, gender, race, religion and beliefs, sexual orientation of individual human beings and need for providing equal opportunity; the equality of Human rights act is put in place (equality human rights, 2009). 
Similar legislations for protecting Human Rights The Human Rights Act covering Right to life, Freedom from torture and inhuman or degrading treatment, Right to liberty and security, Freedom from slavery and forced labor, Right to a fair trial, No punishment without law, Respect for your private and family life, home and correspondence, Freedom of thought, belief and religion, Freedom of expression, Freedom of assembly and association, Right to marry and start a family, Protection from discrimination in respect of these rights and freedoms, Right to peaceful enjoyment of your property, Right to education, Right to participate in free elections have been enacted (equality human rights – human rights, 2009).

Other legislative provisions exist for protecting rights for disabled persons (equality human rights – disability rights 2009),  protection of interests of pensioners (Department for work pensions – gov.uk 2013), interests of employees against unfair dismissal, redundancy payments and discrimination .by employer s through tribunals (employment – justice.giv.uk 2013)  and their subsequent appeal through appeal tribunals (employment –appeals – justice.giv.uk 2013), ensuring fair minimum wages through the low pay commission (low pay commission – gov.uk 2013) are in place, indicative of the value attached to Human capital at the national level.  

In this scenario, it is paramount that the company gives priority to TM a holistic approach to Training and Development.

2. Talent Management Vs Other Forms of Learning and Development

TM is not L&D, but a super set of L&D and carries multiple definitions. TM is corporate strategy transforming HR practices and work environments, and not merely an HR function. TM has to do with preserving talent through addressing higher order needs of HR through mentoring, recruiting, training, providing growth opportunities, flexibility, meeting their rational, emotional and personal needs, even treating employees as partners, now called as associates. Employees needs to be carried along, recognized and trusted (Chemical Week 2007).   
TM is not an isolated HR process, as talent is critical to achieve business goals, predominantly in professional service organizations. One common thread for TM is   developing competencies and leveraging competencies to achieve organizational goals. This involves developing leadership, planning for succession, career planning, managing performance, identifying star employees and grooming, training and learning, managing competency within the organization, retaining talent developed and professional development (Galagan 2008) 
TM is a progressive and effective manner of implementing personnel policy to achieve organizational strategic goals by judicious deployment of Human Capital, not confined to the rational elements of systems, practices, monitoring and so on, but also recognizing the emotional needs of caring, understanding, recognition, respect … of people in the work place 
Drivers of organizational success are Leadership, TM, Right culture, L&D, Compensation and changes in processes and technologies (Moczydłowska 2012) 
TM is not static but dynamic, responding to environmental demands, placing emphasis on anticipation of the future state and plan for it, to be futuristic in the present, implies a strategy for TM, make or buy to manage risk, adapt to talent demand uncertainty, improve RoI on developing employees, maintain balance between employee employer interests (Capelli  March 2008) 
Approaches to TM vary limited by  imagination and context. In a case of TM program in the public sector in Netherlands two approaches: incentives and training were adapted to two different target groups; while incentives encouraged initiative and performance, training provided knowledge inputs to change. Neither is seen to stand alone, each needs part of the other (Buuren and Edelenbos) 
Leadership competencies developed through a stint of entrepreneurship help build capabilities in effectively managing turbulent and demanding environment of current organizations. Talent can be developed though experience in risk taking (Bagheri et al September 2011) 

TM seen as making a choice between Make or Buy, the make option being enduring though painful (Nicholson September 2011)   
Key issue in TM is the fit between Focus and Fit; Focus being the strategy on how TM will contribute to objectives and how, and the Fit ensuring the fitment (implementation) between Focus and FiT, filling gaps (Garrow and Hirsh Winter 2008).

With emerging complexities and opportunities in business environment (role of technology, intellectualization of work, environmental turbulence, borderless world, demographic changes), attention on TM will only multiply (Moczydłowska  2012)  
Best performers are four times as productive as the average; bringing star teams is difficult since best performers put together become counter-productive. To get the best from the best, the best need to be skilled in productive collaboration to get the best of all the best. One of TM’s tasks is developing talent in talented people to aggregate talents and bring out the best (Mankins et al 2013) 
Paradigm shift in understanding role of people led to HR executives rechristening as managers of human capital, delivering value to   business (Business Asia September 6th 1999) 
In conclusion, TM is holistic designed to meet strategic business objectives, L&D being one element of TM. TM is all pervading and has to have vision, foresight, align with business strategies. TM is emerging as an indispensible element of business strategy and planning. L&D has to fit in the overall scheme of TM pointing to strategy
3. Rationale for TM Approach To Employee Resourcing 

The company
A multi location professional services business in land management and natural resources, registered in UK, management practices lean towards UK with localization as needed.  
228 professionals make it a medium scale company with expected employee growth of 40% in three years reaching 300, net count to stay at current levels (230) post attrition at current levels. 12% turnover at junior levels expected but 10% at senior levels need introspection. 
TM and L&D 

Company inducts minimum qualified persons in the field of company’s business; train to handle responsibility at junior managerial levels; imperative that talent is created in business management, emerging concepts and practices at senior levels. Nature of business demands external interaction with prospects, clients, partner stakeholders, regulators, service providers; varying from one assignment to another.

Professional services sold using collective knowledge base. Professionals to be current in knowledge capital, work seamlessly as a team to deliver one stop shop service. TM and L&D in technical, management, team working, marketing and administration is   prerequisite for growth.  
Professionals being the competitive strength, TM necessary to enhance belonging ness, commitment, retention and support growth. TM to encompass employee talent development, address emotional needs, manage attrition.  

4. Employee Relations – Considering Country Specific Differences
Importance of employee consultation in a professional organization cannot be over emphasized.  

Employee Involvement in TM: Company to initiate TM as strategic approach to employee sourcing and retention. Key stakeholders, (employees) to be involved from planning, implementation, monitoring and talent utilization to realize goals of employee engagement. With relatively flat organizational structure and informal systems, consultation and involvement helps build alignment, as Knowledge Workers (KWs) are known to derive job satisfaction from involvement, professional growth, recognition, autonomy in decision making, poor job satisfaction leading to attrition. 
Consultation enhances commitment and ownership, leading to higher productivity and earnings. Involvement elicits cooperation in TM execution making it an of the employee, for the employee, by the employee program and feeds organizational culture as a learning organization. Engaged employees as ambassadors project right image, market company services, attract new candidates. Consultation brings about positive vibe in the organization and commitment to derive value for the business.
Consultation to cover local context including regulations, operational modalities, local emerging needs, risks and returns. This will help transfer ownership of implementation to country managers as it will be seen as their plan

Implementing consultation: To cover, with Junior managers on areas to be trained on, modality (contact classes, digital non contact, on demand), eligibility, duration, expectation, monitoring, evaluation, post training deployment and commitments, performance incentives and retention.   
Consultation through formal communication on the need, objective, expectations; and seeking employee suggestions and participation in the process. 

This to be followed by a semi formal session with employees addressed by the CEO, in an appropriate ambience with defined objectives. Prior to consultation with junior managers top management to discuss with senior managers at each location, discuss pros, cons, modus operandi, and so on. Meeting with JMs to (a) demonstrate consultation, seeking cooperation, involvement, and suggestions; for any tweaking the draft plane made.

Details of L&D content 
L&D At Junior Manager Levels: Training from induction in land surveys, map making, land usage research, surveying, investigation, land investment, renewable energy, water management and forestry is necessary. Not all disciplines command equal depth / breadth of knowledge; driven by strength of interface needed to deliver services. In core areas of surveying, land management, mapping and real estate finances core competency drives the business, L&D to have depth, breadth and currency. In peripheral areas of renewable energy refresher programs to manage the interface would suffice. 

In addition, basics of management, marketing, finance, HR, and internal company policies, practices, systems, business environment, project management and competency to deliver would suffice. i.e the talent to be developed is functional; to enable the team deliver effectively. 

L&D at Senior Levels: Believed that business is driven by senior and executive managers with junior managers in operational areas of delivery. Senior and executive managers to be forward looking, managing growth, environment, competition and key clients. Believed that senor / executive managers are formally qualified at graduate or higher levels in their disciplines, to continuously update through professional development programs, without an inhouse talent development program.

TM to distinguish among current, medium term and future needs. 

L&D being the operational part of TM, TM encompasses planning, monitoring, effective deploying and utilization.  

5. Conclusions and Recommendations.
Talent management is a holistic intervention, a part of organizational strategy recognizing employees as strategic resource particularly in a professional services organization.
TM starts at recruitment, induction, competency development, retention, and effective deployment to met organizational goals.

TM has hard and soft elements, both deserve serious attention as one feeds on the other

Talent management is not an add on, but an integral part of strategy

It is recommended that the company implement TM through a process of holistic business planning, embedding talent as a key resource, in consultation with employees in all geographies

TM is not a one time done job, but need continuous review and tweaking
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