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ABSTRACT 
 Talent management is the most talked about concept in the corporate world. It 

is the topmost concern of all the CEOs as well as the heads of even the smallest 

enterprises. Talent Management Practices is an emerging area of research in 

Higher Education in satna (M.P.). . one of the the main issues faced by the 

educational institutes are shortage of competent and qualified faculties in  
private higher education sector. 

which has resulted in institutions focusing on how to retain and develop the 

recruited talent. It is also known that various exceptions have been made with 

regard to talent process and effective management through institutional 

approach. The The education sector is important factors, which contribute 

to faculty recruitment and retention, are benefits, supportive environments, 

spouse employment opportunities, start-up, resources, and salaries 

Keywords:. Talent management, Competencies, employee performance 

higher education 

INTRODUCTION 

1.1     TALENT MANAGEMENT 
 

 Human Resource is the sum total of inherent abilities, acquired knowledge and skills 

represented by the talents and aptitudes of the employees of an organization The theoretical 

framework of the Resource-Based View (RBV), which considers internal factors (intellectual 

and physical) as essential sources of competitive advantage, influences on the term . So, as 

any organizations performance and success is dependent on how the organization manages 

and retains its talent pool, proper measures should be taken to implement the best talent 

management practices in the industry which will help the organization to gain a competitive 

edge over the competitors and also will help the company to always stay ahead in the market. 

The sudden loss of these knowledge pool impacts on existing academic plans of organization 

in a negative manner. This has resulted in a scenario where institutions are vying with each 

other to,  attract and retain for them the best available faculty talent. Lynch (2007) 

stated that most institutions 

perform well in developing their students, but fall short of assisting their managerial staff in 

their own skill development. The purpose of this study was to review the talent management 
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process nurtured by the private institutes as well as to identify the factors that most 

significantly influenced faculty's decisions to remain employed at the institutes. 

 

A strategic talent management plan helps the organizations to 

Helps the organization to also minimize the attrition as it will be successful to retain its 

top/key talent with the help of its talent management initiatives  

Become "proactive" rather than being "reactive" and also to adopt changes instantly  

Improve the recruitment process by distinguishing high caliber candidates using job 

descriptions based upon the capabilities of the high performing employees possessing highly 

valued company or industry competencies.  

It helps the organization to tremendously increase its performance, productivity and also 

the revenues or profitability.  

Since a group of McKinsey consultants coined the phrase the War for Talent in 

1997 (see Michaels et al., 2001; Axelrod et al., 2002), the topic of talent management has 

received a remarkable degree of practitioner and academic interest. This relatively recent 

emphasis on talent management represents a paradigm shift from more traditional human 

resource related sources of competitive advantage literature such as those that focus on 

organizational elites, including upper echelon literature (Hambrick and Mason, 1984; 

Miller, Burke and Glick, 1998), and strategic human resource management. 

1.2 Employee Performance Higher Education 
Developing and retaining a workforce which contributes to the performance of the 

organizations is one of the biggest challenges that the management is facing today. objectives 

.The employee performance is considered to be high when all of its parts function together in 

order to achieve tremendous results and these results are measured in terms of the value that 

it creates and delivers to its clients or customers. When the entire global market is assessed, it 

is seen that companies achieve the top position in their market and produce perfect business  

Continuous learning: The organizations need to develop certain systems which help its 

employees to learn, learn and learn. Such a culture greatly helps the organizations to become 

high performers in the education sector.  

 Focusing on the customer results/outcomes: The organizations need to focus on the 

value which they create for its employee. If the employee are satisfied, then, automatically 

the revenues and the employee performance private higher education sector go up.  

 Aligning systems and structures: If the organizations want to perform better, then, they 

need to align their systems, structures and all the processes with the business goals and 

strategies and also need to go along with its vision and mission.  

 Employee involvement: The organizations should work towards creating high 

involvement of its employees. It can do so by giving autonomy to its talented employees so 

that they are to make their own decisions, respecting their creativity and unique ideas and 

also by encouraging them to perform better.  

 Information sharing: There should be an open communication in the organization and 

there is should be a free flow of the information as well. Employees should be informed 

about all the changes made and decisions taken and this would help the organization to 

perform better.  
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TALENT MANAGEMENT PROCESS 
Organizations are made up of people: people creating value through proven business 

processes, innovation, customer service, sales, and many other important activities. it has a 

continuous and integrated process for recruiting, training, managing, supporting, and 

compensating these people. The following chart shows the complete process:                          

Step: 1 Workforce Planning  

The key of talent management begins with talent searching and recognizing individuals for 

their unique strengths. Planning consist of the process of knowing how to select appropriate 

individuals as employees based on their skills, knowledge, pragmatism 

Step: 2 Recruiting  

The recruitment and selection activities are the major functions of the HR department as they 

create the competitive strength of the company.  

Step: 3 On boarding  

The organization must train and enable employees to become productive and integrated into 

the company more quickly.  

Step: 4 Performance Management  

Performance management is the means through which managers ensure that employees’ 

activities and output are congruent with the organizational goal. 

Step 5: Training and Performance Support  

Training is an HRD mechanism that improves the knowledge, skills and the performance of 

the employee. 

Step 6: Succession Planning  

Investment in human capital requires careful planning. Under the talent management 

umbrella, succession planning and leadership development are important organizational 

business strategies to develop and retain talent, 

Step 7: Compensation and Benefits:  

Compensation management is a strategic issue and includes all forms of pay and rewards 

given to employees 

Step 8: Critical Skills Gap Analysis:  

This is a process we identify as an important, often overlooked function in many industries 

and organizations. While often done on a project basis, it can be "business-critical." For 

example,  

Review Of Literature  
Sheokand and Verma (2015) found that the talent management concept is emerging slowly 

in today ‟ s business scenario. The human resources also called as the human capital of the 

organizations serve as the most important component of achieving competitive edge and now, 

the organizations that function at a global level have started to realize their value and 

importance.  

Rana and Abbasi (2013) studied the impact of talent management and employee turnover on 

the efficiency of the organization in telecom sector. They found out that all the variables are 

positively correlated and have a direct impact on each other. Nowadays, only those 
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organizations gain a competitive advantage and become successful who effectively manage 

their talented employees. Hanif and Yunfei (2013) 

Kehinde (2012) researched the impact of talent management on the performance of the 

organization. The research showed that it has a positive impact on the overall performance of 

the organization. It also cited that various multinational and national companies are clearly 

benefited by the talent management practices but the small and medium sized companiesare 

not gaining any advantage because of these practices in the business environment of Nigeria. 

Haghparast, Moharamzadeh and Mohamadzadeh (2012) studied the impact of talent 

management on the organizational productivity and success. For any organization, 

Farndale, Scullion and Sparrow (2010) studied the role of corporate human resource 

function in managing the talent of the organization on a global level. They also highlighted 

that managing the global talent has become a new area of concern for the organizations in the 

current scenario. 

Research Objectives  
1) To present a basic understanding of Talent Management and how talent management is 

related to the Organizational Performance.  

2) To examine the impact of talent management on the organizational performance.  

 a) To understand the concept of talent management 

b) To analyze the factors that lead to the high turnover rate of faculty 

c) To suggest ways to reduce the turnover rate of faculty. 

  Higher education institutions are represented by their possession of highly ... human 

resource management can improve a university's performance over the long term ... 

to understand the best processes that are currently used in managing talent in ... contributed 

to the progress of an organization and its future development. 

Methodology for Retaining Talent 
One methodology which could be followed in 

retaining of the good faculty members is as follows. 

� To do an ABC analysis of the faculty. 

� To identify the team of core teachers. 

� To find those who are trainable and willing to see the institution as path to success. 

� The A graders must be given full recognition in terms of their growth and 

promotions. 

Outstanding performance should be recognized through salary and other forms of 

compensation, , and also, as appropriate, through opportunities for leadership or for 

initiatives of special interest to the faculty member and the institution. 
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QUESTIONNAIRE 

1) . What is your employment status as a teacher? 

      1) Full-time  

      2 )Part-time (50-90% of full-time hours) 

 
2) . How long have you been working as a teacher? 

         1)1-2 years      2) 3-5 years          3) 6-10 years 

 
 3).    Was the teaching of this subject part of your academic training?                                                                                                             

        1  YES   2     No  

 
4).   For the professional development in which you participated in the last 18 months, did 

you receive a salary supplement for undertaking the professional development activities that 

took place outside regular work hours?  

            1     YES 

            2      NO 

 

 



 

15 | P a g e  

5).   For the professional development in which you participated in the last 18 months, how 

much did you personally have to pay for?  

Please mark one choice. 

        A)  None 

        B)  Some 

        C)  All † 

 
6)   Student test scores 

         A) Not considered at all                B) Considered with low importance 

 
7)   Retention and pass rates of students  

                            A) Not considered at all                B) Considered with low importance 

 
8)   Professional development I have undertaken 

                              A) Not considered at all                B) Considered with low importance 



 

16 | P a g e  

 
 

9)  Knowledge and understanding of instructional practices (knowledge mediation) in my 

main    subject field(s) 

         A) Not considered at all                B) Considered with low importance 

 
 

11)   Teaching students with special learning needs 

         A) Not considered at all                B) Considered with low importance 

 
12)    Extra-curricular activities with students (e.g. school plays and performances, sporting 

activities) 

         A) Not considered at all                B) Considered with low importance 
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13)    I think the appraisal of my work and/or feedback received was a fair assessment of my 

work as a teacher in this school. 

                               A)  Disagree                                  B)  Agree 

 
 14)    I think the appraisal of my work and/or feedback received was helpful in the 

development of my work as a teacher in this school.       

                               A)  Disagree                                  B)  Agree 

 
 

Conclusion 
From the above study we can conclude that talent management in the institutions can really 

help in identification of the right talent, development of that talent and retaining that talent in 

the institution for its success and growth. Therefore, managing the available talent will lead to 

development and growth of the organization. Talent constitutes the prime resource needed to 

reach the destination laid out in the organizational goals and vision. It can be concluded from 

the study undertaken that talent management can definitely help in identifying the right talent, 

developing the available talent based on their skill gaps and retaining the right talent for 

organization growth and success. Thus it is indicated from the Study that talent Management 

lead to organizational development. The study also indicates that talent management if used 

in educational institutions can help in identifying the core competencies needed by the 

faculties. Finally Management of Higher Educational Institutions must believe that “ Money 

spent on Talent Management is an Investment and not Expenditure”. 


