












8. Promoting Talent Internally: An individual is hired, when there is a fit between his abilities

or skills and the requirements of the organization. The next step is enabling learning and 

development of the same so that he/she stays with the organization. This is employee retention. 

An enabled or empowered means an empowered organization. 

9. Population Worries Globally: World populations are either young or aging. For example,

stats have it that by 2050 60% of Europe’s working population will be over 60! On the other 

hand a country like India can boast of a young population in the coming and present times. 

Population demographics are thus a disturbing factor for people managers. Still more researches 

have predicted that demographic changes in United States will lead to shortage of 10 million 

workers in the near future! 

10. Talent Management to rescue HR: HR has been compelled to focus on qualitative aspects

equally and even more than quantitative aspects like the head count etc. Through talent 

management more effort is now being laid on designing and maintaining employee scorecards 

and employee surveys for ensuring that talent is nurtured and grown perpetually. 

Findings and Conclusion 

The management, not only HR, should be responsible for ensuring that the clear job roles are 

defined. The job roles must clearly outline necessary skill levels and competencies for each job. 

The appropriate incentives, rewards and compensation by which success will be measured must 

be clearly determined. The management should ensure that the organization has the right person 

with the right skills in the right job at the right time to reach planned goals at every level. 

Suggestions for Future Research 

Further empirical research should be carried out in this direction. Multilevel studies considering 

organization and individual variables can be carried out. 
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