
INTERNATIONAL JOURNAL OF RESEARCH CULTURE SOCIETY         ISSN: 2456-6683         Volume - 2,   Issue - 1,  Jan – 2018  

UGC Approved Monthly, Peer-Reviewed, Refereed, Indexed Journal             Impact Factor: 3.449             Publication Date: 31/01/2018 

 

Available online on - WWW.IJRCS.ORG Page 120 

UNIVERSAL TALENT MANAGEMENT 
 

Mandeep Kaur
1 
,   Sonia Dara

2  

1, 2 
Assistant Professor,  Commerce Department, Khalsa College for Women, Civil Lines, Ludhiana. Punjab 

Email -   mandeepkaur841@gmail.com, darasonia27@yahoo.in 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
1. INTRODUCTION: 

Talent management is extensively accepted as a means priority of CEOs globally. For example, CEOs evenly 

register costs an be an average of 20 percent of their time on talent management with the largest part allowing for 

talent management that is excessively main to be absent to HR alone. 

1. Indeed, new fresh revise of US CEOs identified their fundamental priorities as talent, in commission in a macro 

marketplace, and alteration and legislation. 

2. Given this focus, one strength think that not inconsiderable multinationals comprise industrial decidedly proficient 

and operational international talent management systems which supply ominously to sustainable organisational 

performance. However, this is infrequently the case. Studies often name a be deficient in of ample talent pipeline as a 

limit on the knack to grow up the organisation and liberate on strategic priorities. For example, PwC’s 2016 once a 

year comprehensive CEO3 measure initiate that 72% of CEOs identified availability of important skills as a most 

important worry. Similarly, one strength look forward to that this prioritisation of the talent agenda is reflected in 

exceedingly diverse elder leadership teams with considerable global practice in international organisation’s superior 

leadership teams globally. Though over again this is on the odd occasion the case. PwC in addition set up that smaller 

number than 3 in 10 incoming CEOs had global come off experience. This is reliable with exploration in the US 

background over two decades previously suggestive of that the condition hasn’t enhanced significantly over that 

period. 

 
2. LITRATURE REVIEW: 

Research strategy in this do research is elected for a journalism review. This check describes, summarizes and 

evaluates grassland literature. This re-evaluation differs from other researches, like Hartmann et al (2010) specifying 

on the distinct explore streams vis-?-Vis talent management, as of the broad view on GTM. The help of this 

exploration strategy is that subsequently to in sequence a re-examine gives an identification and pronunciation of 

relationships between the uncommon articles (Boote & Beile, 2005).  

According to Iles et al (2010), talent management is not in essence something else from HRM. It is integrated 

HRM with a selective focus. Presented copy gives numerous definitions on (global) talent management: According to 

Schweyer (2004, p. 38) talent management includes sourcing, screening, selection, retention, progress and repair of 

the workforces with psychoanalysis and planning’;  
In difference to that Creelman (2004, p. 3) claims that ‘TM is top seen not as a agree of topics, truck as a 

perspective or a mind-set’. He continuous: ‘A TM perspective presumes talented folks games a crucial character in the 

hit of the firm. The entire corporate issues are seen from the perspective of how will this have emotional impact our 

derogatory talent? And pardon? Responsibility does talent occupy yourself in this issue?’;  
According to Schuler et al (2011, p. 507) ‘global talent management refers to the systematic advantage of fact 

HR policies and practices to run the numerous large-scale talent challenges that a certain confronts’. They continue:  

‘Global talent management takes into financial credit the differences in in cooperation organizations, inclusive 

strategic priorities as fount as the differences across state-run contexts for how talent must be managed in the countries 

someplace they operate’.  

Abstract: Talent management refers to the anticipation of necessary creature centre for a group and the 

preparation to meet up individuals needs. The ground augmented in popularity after McKinsey's 1997 look into 

and the 2001 paperback on The War for Talent. Talent management in this framework does not pass on to the 

management of entertainers. 

Talent management is the science of by means of strategic creature store preparation to develop affair survey 

and to churn out it promising for companies and organizations to spread their goals. All prepared to recruit, 

retain, develop, reward and be public execute forms a share of talent management as fine as strategic labour 

force planning. A talent-management strategy is supposed to bond to affair strategy to job further appropriately. 
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The three definitions produce in everyday that they visit GTM as a apparatus that makes abuse of HR policies 

like attracting, broadcast and on the increase to upgrade live in and resources. Were Scullion et al (2010), Schuler et al 

(2011) and Schweyer (2004) GTM give it some thought as a put of topics to enhance competitive advantage. 

Creelman (2004) differs from them and discussion about a point perspective or mindset and not the limited topics that 

be supposed to enrich competitive advantage. But not together from that they the entire implicitly verbalize that GTM 

is a development of diverse HR policies to pick up competitive advantage. The central distinction between TM and 

GTM comes from the actuality that GTM is old contained by several cultures every single one over the globe. 

Therefore managers must to hut with traditions differences. The explanation of Scullion et al (2010) defines this 

urbanity disparity contained by their exactness of GTM.  

Global talent management includes every part of directorial behaviour for the single-mindedness of attracting, 

selecting, on the rise and retaining the greatest employees in the on the whole strategic roles (those roles needed to 

accomplish executive strategic priorities) on a international scale’. They continue: ‘Global talent management takes 

into relation the differences in in cooperation organizations, inclusive strategic priorities as satisfactorily as the 

differences across state-owned contexts for how talent be supposed to be managed in the countries someplace they 

operate’ (Scullion, Collings, & Caligiuri, 2010, p. 4). 

 

3. UNIVERSAL TALENT MANAGEMENT DEFINED: 

As famous one of the solution challenges facing organisations in delivering on the large-scale talent agenda is 

the collapse to polish a communal accepting of I'm sorry? Talent management process in a distinct organisational 

context. Our framework of large-scale talent management is based around three enter processes: 

 The systematic identification of the crucial positions that differentially be part of the cause to an 

organisation’s sustainable competitive advantage 

 The expansion of a talent lake of High Point drama and climax probable incumbents to charge individuals 

roles on a overall scale 

 The expansion of a differentiated creature store (HR) architecture to facilitate the contents of positions with 

the most excellent untaken incumbents and to make certain their continuous dedication to the organisation. 

I will currently outline the solution implications of this framework for the enterprise of large-scale talent strategies. 

 
 

4. TEN SECRET STEPS TO OF USE UNIVERSAL TALENT MANAGEMENT 
a) Career Planning:  It helps for organisations to equate a macro talent kitty with basic positions, counting 

successors for recipe executive positions, and from top to bottom potentials. Assignees preserve in that case 

be monitored in expressions of I'm sorry? they puzzle out and how preeminent to progress them. macro talent 

reassessment systems are crucial for administration assignees for the reason that they facilitate the entire 

parties to discern could you repeat that? smooth as glass assignees are in service at subsequently that interest 

units be capable of identify fill with with budding and settle on in could you repeat that? roles they be 

supposed to after that be considered. If not sufficiently expertise exists internally to offer this, companies may 

hope to be concerned about funding executive instruction and mentoring, which millennial employees in 
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regard declare create to be a important segment of their anticipated keeping fit and development. This isn’t 
about portion assignees realize a activity with competitors, but about organization expectations and ration 

them obtain behaviour to overcome roundabout of their career frustrations at the same time as sustaining 

disapproving employment relationships.  

b)  Know Assignee’s Needs: as soon as companies get pointer from expatriates, the focus is every as well 

regularly on manage basics such as relocation assistance and the superiority of the repatriation programme. 

Hardly ever execute companies ask for response as to expatriates’ individual satisfaction with an assignment 

and the outcomes they boast consequential from it. Questions that trouble incorporate whether assignees are 

glad with their new career/ role, whether they hold strategy to settle longer, and whether the assignment has 

helped their development. 

c)  Prime And Equip: Ensuring that assignees are paramount all set to be victorious in their new, regularly 

challenging assignments, know how to manage or interruption the main on-boarding and succeeding 

incorporation segment of the assignment. Organisations that pay out the correct time and capital to totally set 

up and equip their populace before departure canister advantage exponentially multiply the effectiveness of 

the transition and furthermore unprofessional the basis for ongoing assignment success.  

d) Arrangement and Support: Maintaining acquaintance with assignees who are measured exalted possible and 

alerting them to new opportunities ordinarily involves petty exertion for a generous return. However, this 

requires an organisation to arrange a organization in position internally, with clear answerability as to who is 

sensible to get together with with, and support, assignees throughout the assignment. 

e)  Make Do Expectations: Assignees’ expectations in next of kin to international career expansion are crucial. 

after expectations about I beg your pardon? expatriates are arranged to bad buy into are clear from the outset, 

mainly for universal careerists pursuing several assignments over scores of years, the obligation and 

maintenance tariff of assignees are apt to be higher.  

f) Set up Repatriation: Whether an deportee is repatriating for polite or intending to displace over at round 

about indicate in the future, the scheduling of repatriation behavior is a main inadequacy of several 

companies. preeminent preparation for repatriation involves having an assignee pop up on a file six months or 

other before he or she is owing back, in that case identifying a responsibility or at the fantastically slightest 

inward bound into a debate about could you repeat that? may possibly be next. As palpable as this seems, 

scores of expatriates anxiety that they will fall under the radar and be finished redundant, or mystified in 

indeterminate state for the reason that the employer has no jobs on offer. examine shows that these fears 

recurrently conclusion in a persuasive request to forestall repatriation generally and as a replacement for to re-

assign to where but “home,” in consequence approaching assignees to expression for jobs with competitors.  

g) Fill Eminent Management Support: at what time better management does not encourage large-scale career 

activities, assignees know. compassionate boss managers, principally folks with their have total career 

experience, bottle be crucial in conveyance clear mail that intercontinental assignees are valued and that 

universal careers matter. They canister and push others in the ballet company to focus on civilizing 

comprehensive mobility and enhancing comprehensive career opportunities. 

h) Chat to Your Assignees: One corollary of advanced expulsion is that countless assignees accessible the 

opening to perform abroad no longer peep at scarcely the subsequently assignment. Instead, in an try to bit in 

sync how expatriation, as a career choice, furthers their career and delicate aspirations, they come across far 

away beyond the subsequently assignment, from time to time seven or ten days down the track, through 

ensuing re-assignments. Their focus these days is often a lot longer-term than that of the organisations they 

graft for. This be able to be kindly problematic, as in the nonexistence of clear interaction channels and openly 

communicated organisational life, assignees recognise that about of the skills they are acquiring (e.g. cultural 

flexibility) are generic to a certain extent than organisation-specific, and that they tin over and over again 

pursue their careers across organisational boundaries, in inter-organisational careers. The position may be 

extra difficult by family considerations, for example, a spouse’s career, or the need for secure and high-quality 

schooling for one’s brood in substitute correct locations.  

i)  Formalise A Talent Management Programme: It is one fad to meeting about talent management and an 

alternative to essentially fix it. a lot of companies wish for and get talent, but little “walk the talk” what time it 

comes to implementing an effectual GTM programme. look into shows, however, that organisations with a by 

the book managed talent management programme (with clear home answerability for administering, 

supporting, and deploying talent) get repeatable and sustainable sensation over their competitors. 

j)  Reward and Recognition: at last assignees could do with to touch validated and dear for their efforts. 

Having a system of sincere reward and detection coupled to payfor-performance demonstrates that an 

organisation in point of fact ethics the experiences and skills assignees bear gained. Between talents 

management to functioning and rewards it follows that becomes the backbone to demonstrating constant 

organisational steadfastness to an assignee programme. As family are content and recognised, this additionally 
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helps to grow assignee meeting and retention. Well-motivated public who are on assignments, liability the 

situation companies feel like them to do, and who are to a great degree normal and at a halt careful talented as 

soon as they befall assist or redeploy to an extra assignment, sends a clear implication that international 

careerists are valued and important. 

 

5. CONCLUSION: 
     In this article, we have taken a closer look at universal talent management, and have recommended that for 

organisations to acquire the universal talent pools they seek, it is essential to follow a 10-step plan. This requires 

attention to the softer elements of human capital management: a genuine feeling that mobility is supported by top 

management, that successful assignees are rewarded and recognized for their efforts. Doing so is crucial because, in 

today’s expatriation landscape, an organisation’s future is dependent on its universal talent pool and its mechanisms 

for enlarging and developing that pool. 
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