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TALENT MANAGEMENT: KEY FACTOR OF HUMAN RESOURCES PERFORMANCE 
Abstract: Human resources is today a key factor of organization’s competitiveness. Indeed, a well led human resources management establishes a competitive advantage that contributes to the global performance of the organization. Nevertheless, to be competitive is today a very difficult question because the current competition require to be equipped with talented human resources. This lead us to speak about the notion of the talent which interests numerous organizations at the moment. So, the talent management brings important modifications to the human resources behavior. Since then on, it contributes to improve the performance of the human resources.
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In an economic environment where the competition is relentless between organizations, an optimal management of the human resources is one of the main concerns of the Human resources managers (HRM). Indeed, the fast evolution of the human resources function  transforms its practices.

All the professionals agree today to say that it is essential to have human resources (HR) capable of making the difference due to their exceptional skills. From now on, we speak about the management of the talents, called also the talent management. It is an American current of thought which puts the talent in the heart of its approach.

Also, the labor market is in perpetual evolution. This evolution is bound to a very competitive economic environment which needs young talents. Indeed, it turns out that the tracking of talents is rough. Organizations have difficulties recruiting candidates who have the right skill that will allow them to help their projects of development.

Consequently, we start speaking about the war of the talents. Certainly, it is a difficult paradox to understand, because even in the presence of a persistent unemployment, the shortage of the talents does not stop increasing for certain jobs, in particular for commercial and engineers jobs. So, looking for talents becomes a major concern of the HRM and the competition became more and more relentless because of the rarity of talents. From then on, the major challenge today of any organization consists in attracting talents, and in accompanying them but also in developing their loyalty.

The object of our research consists in answering this key issue:
How talent management can have a strong impact on the performance of the human resources?

The question is more precise. So, to develop it, we chose a methodology of research that leans on a fast skimming through over reviews of literature, as well as on empirical studies which handled this subject. 
So, we are going to try to answer our question, first of all by highlighting the notion of the talent. Then, we are going to try to emphasize the new practices of the talent management, and their impact on the performance of the human resources.
1   Definition of the notion of the talent

In the presence of a fierce competition, competitiveness is considered one of the main challenges of any organization today. So, a successful organization distinguishes itself from not successful ones by it human resources which has exceptional personal assets. Henceforth, we speak about talent rather than competence.

Indeed, this notion of talent is usually used in the sports and artistic domains. Nevertheless, it was used since few years by the researchers and the practitioners of sciences of management. The notion of talent made its appearance in the managerial universe for the first time in the famous work called "The war for talents " (Michaels, Handfield-Jones and Axelrod), written by consultants of Mc Kinsey company
. 

The notion of the talent was the main topic of several debates, in particular its definition which this day does not make the unanimity with the researchers and the theorists of sciences of management. Indeed, the notion of talent does not possess definition collectively accepted. For some, the talent is defined as a key person, endowed with a high potential and with an exceptional performance which differentiates him from the others. Consequently, the talent limits itself to a minority which can reach quickly responsible jobs. So much say that for others, every person is endowed with it. In other words, the talent is inner in every person until it is discovered.

So, according to Mirallès (2007), the talent is defined as " excellence plus difference: an individual excellence in a given activity ". He considers that the talent of an individual defines itself by what he is doing better than the others. Contrary to his skills which defines itself by what he knows to do.

For Thévenet M co-author with Dejoux C. of the book " The management of the talents, the GRH according to crisis " (2010), a talent represents " a rare combination of rare skills, an extraordinary individual, who has exceptional skills which are not displayed in any reference of any table job pre-established by companies ". The authors indicate that to develop the talent, the presence of a positive context and the favorable conditions are must. For us, we define the talent as “a combination of extraordinary skills " (Drioua, on 2014).

Chaminade (2003) defines the talent management " as every person whose capacities represent a value added for the organization, making it different from other competitors ". It is thus " the role of the manager to adapt the employee’s functions to his talent. The best result is obtained when we match the right talent with the right position, without forgetting that these talents have to come to complete those who are already present in the company ".

Some HR’s researchers think that the notion of the talent comes to replace Human resources. They consider the talent management as a kind of "trendy" management or "trend". Where for others, it is a revolution which comes to transform completely the HR Management, and which allows to answer the organizational, cultural and managerial stakes.

2 The impact of the new practices of talent management on HR’s performance 

The technological and social evolutions impose the transformation of human resources management. Today, talent management bring new practices which allow to manage better the performance of the human resources.

Indeed, the talent management is defined as "the systematic attraction, the identification, the development, the loyalty and the deployment of the individuals with  high potential who have a particular value for the organization" (Personal Chartered Institute of and Development, on 2006). All this brings us to speak about new practices of the talent management, which according to Bry F. and Gourdon C. (2009) suppose to implant, to identify, to mobilize, to develop, and to regenerate talents.

Mirallès (on 2007, p. 80) as for him, he was able to identify in the course of the Talent Management the following general principles:

· The management of the talents highlight a trade relation between the individual and the organization ";

· If talented individuals are key of performance for the company, it is up to the company to create the best conditions to use and develop their potential. It involves in particular how to value the processes of identifying talents, [] developing them, [] and also mobilizing and keeping them ".

By drawing a parallel with soccer game, Mirallès (2007, p. 161)  sets up three practices of the talent management such as : 

1/ "Recognize the talents": know how to identify them (scouting ); 

2/ "Operate talents": create the best conditions of their specific expression (coaching) and know how to combine between them to make the most of their complementarities (casting); 

3/ "Protect the talents": isolate them from external temptations (cocooning).?
Dejoux and Thevenet ( 2010 ) decomposes the management with the talents into three phases:

1/ Attract the talents;

 2/ Recruit the talents;
 3/ Develop loyalty of the talents.

For us, we think that the management of talents is based on three main practices namely:

· Attracting talents 

During this stage, the company is brought on one hand, to detect external talents. And on the other hand, to identify the talented employees inside. It turns out important to set up talented fishponds, and not stop to prospection.

It is important to indicate the creation of a " employer brand " is to strengthen the attractiveness of the company (Peretti, on 2008). Liger (2007, p. 6), underlines that " it is essential for companies to develop their attractiveness, to diversify skills and cultures of their collaborators to make a competitive advantage and anticipate the shortage of workers especially, executives".

For Dejoux and Thévenet (2010) to recruit talents is at first to attract them. The talent prefer companies with strong brand, "the brand deletes the risk.The price pay the certainty, the guarantee, the extinction of the risk" dixit Kapferer quoted by Dejoux (on 2010, p. 112). Actually, the management of talents begins with the employer brand. Backhaus and Tikoo quoted by Dejoux (on 2010, p. 114), explains that the collaborator, when he identified with the brand, develops his identity in the work and thus his performance.

Attracting  talents also passes through the internet, and mainly the social media which became inescapable in the job research. These new tools allow the company to find the best profiles, and also to strengthen its employer brand.

· To accompany talents 

To accompany talents is an investment that allows the company to make its HR strategy profitable. It is a matter of offering them the possibility to develop their talents and evolve quickly. The challenge to be raised by companies would be how to make HR more talented and more employable. For that, making a strategy of integration turns out important. It is necessary to say that its success depends essentially on the quality of the procedures of welcoming and on the follow-up of the integration. The plan of integration allows the talent to become operational as soon as possible, as well as to feel steady to develop more its talents. Among the goals of the integration plan, we quote adherence to the values and culture of the company which will increase the implication and the motivation of the talents.

Besides, making a training plan which takes into account the individualized professional project, allows to develop loyalty of the talents so that they are better prepared for the competition and for the environment’s stakes. The development of talent also consists in proposing positions that allow to accelerate their progress.
· Retaining talents 

Develope loyalty of the talents is a crucial stage, because it is not enough to find the best profiles, but it is necessary to know how to protect them not to fetch their blooming and self-fulfillment somewhere else. It seems important to set up specific wage policies, such as individual rises, and good health care. To this, we add gratitude, recognition, autonomy, dynamic process of career management, … etc. It is also necessary to create a good work atmosphere which favorites the blooming of the talents and which encourages the creativity and the innovation. Finally, to take into account expectations of the talents will increases their commitment and develop their feeling of belonging to the company. It is here a win-win relationship, where everybody is satisfied.

We are going to summarize three new aforesaid practices in the following figure:
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               Figure 1
The new practices of talent management 

               Source: Prepared by author

Conclusion

As a conclusion, we want to underline that companies evolve in a strongly competitive environment today. Which force them to make permanent research of innovation and differentiation. Or, to deal with the globalization of the recruitment and the international talent drain, the human resources management with its traditional practices is no more enough . This one has to grow from new HR practices to be able to attract the best profiles, because it is the human resources which make companies more innovative and especially more profitable. It is a matter of using the management of the talents with its new practices. This new HR trend takes into account new characteristics of the current environment in particular in the presence of the development of information technologies and communication. From now on, we speak about the digitalisation of the HR function.
To set up a management policy of the talents, it is to create a universe to which people want to belong; a creative universe where each can express creative and innovative ideas. It is a question of offering talents the possibility of reaching excellence, and increasing their performance.
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Retaining talents





- Offer good working conditions


- Involve and motivate the talents


- Develop a sense of belonging


- Recognising and promoting the talents





To accompany the talents





- Set up an integration strategy


- Joint the talents to the corporate culture


- Develop the talents


- Proximity Mangement 


- Coaching





To attract talents





- Build an employer brand


- Define and position the employer’s offer


- Set up innovative methods of recruitment


- Identify the talents internally


- Find the external talents








� McKinsey & Company is an American worldwide management consulting firm.












