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Job Analysis and the Talent Management Process
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Definition of Job Analysis

K fRreees sweEst (Definition of Job analysis)
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O Samuel c. Centro- @3 TCo,“ FF RUaae 202 N GF6 (@FET 1 FiE 391 209 GR IS T
T (P @R I e T TE of WEReed s 97 =17 (Job analysis is a technique
commonly used to gain an understanding of what a task entails and the type of individual who should be
hired to perform the task.)

O Prof. R.W Griffin @9 SER, “F1F {ae afssiem a1 wifFe sanf ez ¢ Ffiasaeas st
“Tafore &fewar 1” (Job analysis is a systematic procedure for collecting and recording information about
jobs.)

O Decenzo € S.P. Robbins @& te, “F Reead =R @G W 1 IR TGTS IEPMRR 930
afors P efr |  ft  3fs efere afdr ar  3fs W 31 I T35, TG YR TIRMRSIE
TGS FAF BICE TI2© =7 17 (A job analysis is a systematic exploration of the activities within a job.
It is a technical procedure used to define the duties, responsibilities and accountabilities of job.)

O Robert Kreitner It=, “fawreifgs sftawe ¢ fRoead qgen *m A1 Iicda TAmrepgR dimees
efeaes S f[eee 61 1 (Job analysis is the process of determining the fundamental elements of jobs
through systematic observation and analysis. )
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Objectives of Job Analysis
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Importance of Job Analysis
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Steps of Job Analysis, Techniques of Job Analysis
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Steps of Job Analysis
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d.

9t w2y &R (Introductory data collection) 8 FIE AT e=s AMCF~ =1 Ofiiw] O AR |
AfeBitaa 3307, AfBIFRT, RNl 56, @ Fiswaer, K 36T efgfs 7T ofwr w2y Trag T
27|

Y AP ¢ S Fem Togwer AW FA (Examine the appropriateness of whole
organization and appropriate was of each job) : &fsfs afsdtaa Sramirreitaa &= fAfey @ wf
M PO TF | O ST & RIS At rer o5l ToRye ©f Arwl-Narw T qwg
I R 41 27 | AfSPTTee Toge w2 afsfs e steme 203 |

. efSfafrgEe =M &5 (Seclection of job to be analyed) § Y6 2fSBIH NAPET W AF | G

FRYCE fSfgIeT 27 1 | ©IR fSfiIgyeTs M 2R FCO 7 |
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I QACO AT |

. 4 9T SFgF (Developing job description) ¢ ¥ T Tgze My T Y oo vod
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Techniques of Job Analysis
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(¥) RfoeIs 31 @B &S (Conventional method) 8
(%) TRYNGP A& (Quantative method)
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(F) AfSwre =& (Conventional method) ¢ I fTeeeR Fifosrs T “Mafs Fca0r | 77 @ “afom=
TG 4T 2

S | *TwA 2&fS (Ovservation method) § @ “Mafers I s e FRCF@ Soifge (A FI9
PG LSTF FCAT GR FIY AW (IS oS ToF ©2F Mz FE, O AT Tafs I | @
efeam T Reiss FE SeIF@I TN AOTFONT FIE M 8 A W@Z I | *NARTE FIEE CF@ @
TGRS0 (T FREF | O(F @ ARNSCS NP 7 3 2T |

Q| AFIR &S (Interview method) 3 AdRer®s =2 i I FfENE @ear siFEes ez
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(iii) FIE AL TES FRTICA AL ATFIFE |

Afefl ~Hica TR ARR E AFIDR ANTIHRICE G Sl O (I GRS A S
TSI BIE TF IR A TS 207 | @ &fSq AT 20 GTS FIPORGE (FICAT O I AT 7 |
P YA FRIFY SAAA-SCBT FCH O AT TN =GR TS T (J# =1 |

© | &YNE AES (Questionnaire method) § &ENET “imfe I [T & O MATR S CFR0
TEREE oS | @ AR STe (@ AT FIY TF O M@T F 2(F, (@ 7 ({9707 [@Ifae &%) oy 1
T | (I AT T o1 8 @A A3 57 (v) o AR &y I 27 | STogF qeteTl 8 S
S0 (2Fe 41 2 | @ (F@ Foalb o1 &y fon waua e tofd I Tex aE 40 2 | SEy @, oY
(O I AGJB TS ¢ (@€ | @ A&hod G0 TG HRY N G0 WAFIFO 7§ T 27 | A SPIfer
T T TRFS 2] (279 S 7FOPFS A (TS (TS AP T FTesf I |

8 | O &S (Diary method) 8 ¥ CF(@ &ToF FH(P ©F &ftag I 7S Tiafa 380 ifeokm
FACS A (T = | GG [ ST 7 IR [es T Uil e ¢ «re s S e [Reswer
A G O AT FACS AT | FIY FHF 0T AT @ AG[S o5& T RS | T IO ©F
e@lZ H! T | OF GTS TN @ AT |

@ | 5% F8 *&fS (Check list system) ¢ (6% 18 =T @It A gy frepmz fca @@re wifsial | «
@ B T T Qe A0 SIfereT Qo F1 T @R IR A Gieema W6 (2@e w40
= | o fe fe Ficda ST W sifeew B oz M o sRfeisse e ¢ | I [Reaes &%
SIfed! RTaae 0T LGN O T@Z IFEF | @ A&fors FY [EET T TO6 72T | ©F @ Awod
FEFeTo! fSq A APFSIT ST LR 69T |

b | ReeEee T @S (Specialist conference method) § @3 =i =& FICER A T Rexweswg
INICT AN TN T | I OICad A 7790 AT I 8 WSeee] IR | @ Tahere [(fog I T
Rereena 7 Aol TorTs 31 o2 “nea A | et AfEE S Rrsaet 7=er @ Fe1er] =7 |

9| I A&S (Combinations method) 8 b3 8 == @it Rawa wwrgad freprz fica edre
ST | @ CFE T B ToIF AN [ ST 2ol F1 =7 IR FIE A Tgowa 0
@7 I =W | oR e e I e R it B o fw of sfessse @R | I
s TF Sifer! f[rame 03 AT O T FE | @ AF(STS Y [RE F4 OIS F2S | O F @
Afox ATl FSq T3 AT ST Yo @7 |

b | GBeT T61 A&fS (Critical incident method) § @ “&fox i 2= eifede Sy wwea 96 e
EAPTRCS GoeT W0 0T | W @ FeT o] [reael e TR FI0E S Abaed TS O Gl

TR | Sfie T AT FCE F 5T R, NG 1 257w ©f G AW | 0o 21 AGANS O S
TSI AN FIY [RCIFT F47 I |

(¥) FRYTYF *&fS (Quantative method) 8 @5 @7 @G “Iafs T TrGTT B =T FRQ SABAT @R
A AR KA o2 R ¢ FHRA F41 27 | I Rearaed Afors Awfen Ammecs Fifbe
GO TR FT0g TRAYTGS 7S IR T4 & | G A& OCS PG AR [eeae w1 =7 [y «fs
SFed Ao @ T | FIE FoAT TSP *1F(© ST FT 2T 8

S | FTgS U9 (Task inventory analysis) 8 5% a1 FEE S T @ SIS TG FG O I QT
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FE TE ¢ qF Afs FAM AGIPRGEE LYTET (S I O M@Z FAMNF 5% I IE e f[qeeet
ABS 0T | G RS0 = IRAR HCA P CHT 0T ©F i) 2 |

R | 7 RIF =T (Position description questionnaire) § W I <& @7 S T FOPEET I
AICH GG &P T GG FAN G I B 2 | SAIZATIRA N A, AP GBI TGP e
5% A1 IR e 91 = | @ “Mafore [y Atma 396 Mo aar 2=ieT (ofi 03 o1l Mg 1 =7 | 9
CFCD GF A I AL O 20 ST Gl R 2fFf 0ol a1 & | 0o RS Sl G
el 41 72w = | Afofb 2R ArERIT @& ¢ 7F Sfoor ARERISR T@rs [{ree 341 =7 |

© | W TS WA @R (Position analysis questionnaire) § @ “afore ey Fda Fo75 ¢ wifrg
fedraer e [iCe et Cofd S Oy kAR F = | @ TwioiG Mccormic, Jeanneret @ Mechan $9%
23MES = | GTo TJIZS HFT TR Y [eee 9 TJ37e 2 | fofd @ 7w SR Reeel Fe3, o
TS ofF (e ~AfEDRS 7 T AT | qre 385 NG e ATF | FAT FILF AL ATyt
NS JCS AN | T @G I L AN GTet=T1R ol A= FRAE S | @ Amiod G0
G AT T T IR T ¢t eFged oy @R et @E-

(i) Forare azet o< z0w e, Qe A5 ooz 61 @ i wiftng e w4 zow 6

(i) wFoR A TR e zwr F40;

(iii) T *ARFeg T4 5

(iv) FICE T@iifs TJaze 20m= 43

(v) 2 elferaae 1 = e |

« *fmfere I [Ueaaee $o8f AZET ATF | QTS e UG St S F47 =7, @9+~

(i) ST BHEE (Information input) 8 3 (FIAR 8 FI AT AT |

(i) WP AR (Mental process) 8 S FWie fFraTe 8 Afieger afer = 72a 741 204 |

(iii) FEFT (Work output) 8 I & =K1fE T 8 (FHE FI2K 341 LA |

(iv) SRR AL FF (Relationship with other people) § T FIWH MR L I &R
P ACS TA |

(v) 34 9= (Job context) 8 Fiifire A Ft Ft A 8 AN W 00T |

(vi) ST 1§ &RBF (Other job characteristics) § SRRy AT PR R#B ST It I (AT
JCACE |

8 | FfSfeF M T (Functional job analysis) 8 @bt FRfSfeF (oMire @fafmr™T SrteBe J=
o | @t SR GRS ST (US employment service) ¥93 eRf$e @it B Reee s=fo | @
afore Afell *m, *tm e T 8 FEEA FTF T O AT AT | @ CF(@ ¢ FCAF O]
TRAT T T, ([AF-INA B; IRCFG, (R, g1, SRS, IIOME <107, [T 8 G| I
@d[FfeT 3o | @ CFC@ ITT (oTre BIRCoe [&=Ifa (Dictionary of occupational title-DOT) CofF =31 |
2SS FrreR f[oiive for e e 787 (@l o | (T 9039 fSfers o2 Aear 23 8 ey ©f
(FF FCR [ 40 2 | @ “iaioce IR R[S R0 FET @, (@Ml Wme S smmee S aQemes 3
@1 FceR 930 it qqe a1 faag toft 6 | @ afod SEST Srw=ly Z0e- oiiers Gfl TR
Ol Cofd 4T TCS AT T2 ©F FIZF FACO AT | OIPOT @ mfore FEReeEes o faeg oo
Yo (58T FT T | AN (things); ©27 (data) 8 =< (people) | TR (FICAT FAF Fres AP
a2 AR P, O efaace TP *fE G9ed FA0R B9 GR T GEIFEad AL TP Groie
FaCE FA-FRefes “W e of fady w1 =37 |
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¢ | eSO Reass 4% (Important incident analysis) § SToITS W6 AT Al GBI &y Tof®
@RI TONEET ROE T O (ACF YIS PR B RO CFC@ T T IR AR O (AP T[T
ANGAN IR | Gre [feg Aa A WFEB o “inear I A BT «iwg I [{eeReer FCs A I |
oA RfSq N0 FC6 IS IO YR ©f GIIFIRE TR (1T ARSI T AACS JCA |

AT =T T @, Al I [erme Tt smfouE To I | AReE Awfed @ 39
AT TePre S0, O T | ARSHNT O] 8 %W G @A A%FS 2T 6 I F[esrge
A FACS A |

B RCECOR 2MCFAPTR |, I RCICOR @ @RI Gy G5

5( i (ReNoq SR e |

oy e

FI RO AT FTe IFCE ARS el =iear IR, FARF AN CIBT T il W @GR IR
FMCd ARCICIR 6T @i R SR RN SrwEpTR TR G P R PODGCE]
FMCHA Q7 FACO W | G T 2MCFA (RARITRTSS ard Facet i Ko ey zes #fiea | v fese
AT ARSI &y wrge)ef | I RTeeera e S SO S G IR TAN I QTR Ny
AR T AR | IR Reawe 97 A FOYoR TeeTel [T FR oA AdFeR @0kt | w8 TFe
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Uses of Job Analysis Information, What is Job Description? Including Elements
of Job Description

)

Q AT T SHAf-

o TR A ST AT AT FACS AR |
o Y I e O TS AR |
o I IMT RS KA I FACO AR |

Uses of Job Analysis Informations/Areas of Job Analysis

I Reame @6 e s SRR W Sifcs snesm AR I avi 0 | o1 AfepTR
Gy A A TN ARGEEA oR, SATAGAT T (4[5, JrAT, Affrwemie, Igfi eme, IR TR
opifer CveE I RTeaer I ePg 929 I | WEF 9 J_GPRE e R (e @ Fiter fofe
RO I O MO0 A2 O I29 92 41 =¥ | 9 I Reet Sd 929 S
T T 8

o.

[T W ARFEN (HR Planning) 8 (FICT AtHd Srwely [EIR0e 9190 @ T St
e feoe w1 27 | [y At a1 [fvewae a3 wiftg 8 e fefers e efegiera we-
IR ARPH SO S [T AT |

T SepT 8 I EH9 (Searching Sources & Selection of Employees): 1 Reewer Eeifie
SR fofers MM 5w #Afge 41 =7 | AfSBTTR T A IV TRACER (LS TS ATCF | I
RCEe St A T G G T 2o F(4S b Mew Tp2 T fbfs v Mo
T SRl I AL T = |

. fS@art = (Appointment) § I REIRCIRT TG @I AMa FRER (RIS Afox@r i

AMNAITR ST ST TSN =N 8 AR e, FFe! 8 @ISl T el 7S F41 AW |
o3 Gl (RO fofere e Fa w4y 2o IARY #It7 TR& (IGCS Wm (7 =7 |

AfrFAI (Training) 8 AfSBitar SR AL ~@E[{ 7T7e 99 & [feq = F&ive afemm
ToR® el v Fa0e = | ARSI (ST tw [eaifere wfets w47, o, @ <@ aférma
AN A0S 0 O Y Keeel e fefers e a7 |

. B FURA (Job Evaluation) 3 2fS3fas ey ST st It 18 el FCS Ty B TR

A T | I R e (S oitwa S /0w T8 QIR SA1Sq I | «qre [y ek oy
TN AT I 2T |

. WSl IR (Evaluating Efficiency) ¢ 3 simee fAaifere i 7o v =3 dfevifas stwey

e wwb! e 203 | ©IR FE vy feiferstna wrs! e Fa1 Acare | i Resaees ey
o Atns =Ty fdiae T =2 | oo fdifre =iewra ey e o $99 S FHmE (et o

TR IR |
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q. AT, IR @ BBIR (Promotion, Transfer & Discharge) § I et afeay afosnm f[fog
7 fAcaIfers JyfeTa wvel, @PTel ¢ Siotre! RN T4 =7 | W Afev™ aw ke e
=S fcaifers wietma Awrigs, i ¢ RGIREE Prae oz F4s 21t |

b. TR, @O ¢ Srein €@ (Determine Wags, Salaries & Allowances): ¥ Reser elfem
afsprar fifeq s frifers wfema wiftg, T8, wrs!, 1K 7Time Tonfi K TR e
R | SR G R NG A T fofere [fey «n feaifers wfems wgfq, o 8
wroiv e a1 7189 =3 |

5. M I AR (Proper Work Environment) ¢ 1 RTSmees e I SPreimied e
AR TRCT TS RN AN TR | T Y ARCIHHCR AT FACAR (ATF O IS NG 78]
|

0. TRAG BI5 @ S &f$HT (Organization Chart & Co-ordination) : F¥ e afs srFREE
e SRR MRS 2| W RYFS el SRER TS TRAST b5 AoPdend iy v
A SBICT g IR0 ¢ H2fS Afen] Tl 794 27 |

5>. TARY W B (Distribution of Position): I RrereR e afsdieas FE Fvee fezifers
S Seee! e FI A | GO AFSHITT FRORGE® FF *T7d P I6 (15 T4 78I T |

5. T RGN FAE AfSdT (Establishing Labour-Management Relation) 8 ¥ fearacei gy
afevicm afsls sitnm [ifey SRR 2Jarmrrecet f[eaes 31 =20 | a&et [Resees e smfsfes
B T rfere feare e e S T1E 12 (=67 #71% 0 | IS ARSHIT &F YT
ATy R aAfsie 27 |

9. 7Y SGIRYIT (Suervision of Health) 8 3 Rexacem weet afsfl Ataa SR wro5@ AUz A |
TS FACHE SGRYI I 2 |

38. WG AR JIBIZ (Testing Responsibility) 3 I e s efevis afsfs s ey
TR A 8 =T Idfar snewr TR | T fSdiear I FHMET Fore AT Sev wifg
AT A0 [P ©F ABIR T4 78 =T |

FE 7t 2

What is Job Description?

PR AT 2T I RORCER G5 =R# | 97 NGO G0 21 W, GF RIS TG TG PR, F67 8
vty @R I W [ @R SR qrre o S I @i IR [ eee a3d
I AP AT 2 04T S0P I 01 Fetl = (0 BIE I Ffowiz wafer sieeal ooe <31 == ¢

qT T . EFai-aa s, “qafs M v wefee suifefes niftg 8 T [RFfors SR 36 =1
7 |” PEant @ RIPT -9 0o, “(FICAT SRS SR s ¢ FefFFe aFmes FF 34 6 |
Mathis @3- Jackson T4 &A job description is summery of tasks, duties and responsibilities in a job”.

e 7, FIfir-93 wre, “qaf ffve ST Soaer, F97 ¢ wiftng THew FFe fegaacs i 3¢ =1
ET

TARS® TRGTER SCEACE I T, FIE 901 200 I [0 Trpew &l [{fog serkfem « o wefwe
T | OI1F T MR SV [y R0 S T2 T =0l *hew I |
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Including Elements of Job Description

T I S REE0a T Q1€ SR MR N FRew 990 7 | I 3691 oFeg fNE 3o
R Seee =0 A

d. A I

AR SRR TREFSR;

YRS g 0 SRR 6413

AR 8o TS ARG @ FEITR;

VRN 8 T AT TG wFel 8 f¥rweoR fqgo);
TERY 27 8 AT {3s;

FE T SRS @S, APRRAG @ fefepteitag I¢qr;
1Y oA e 9;

. fqom, Sefqem Sepifra 39

So. ARERSF ¢ T ArAMNIETE GIg T9W;

5. T I1 tofzw I [y Rwers;

vIELER®Op

3. FY ffgzsae |
x Grmd B frael s 3=, I 361 o2 I IR Swee [EER
T GG o R e |

oy e

I Reemel @ “ma Tfe SRR e Aife Seorr sRARGC 369 avE I | O
ARSHITTR Ty AT WK TV AREFA oIz, TSN BT W6+, FroAaT, iffrwome, g em,
I TR TR ¢Fe@ I [{UeEe AT ey =9 03 | WAF TV g e =B [y
(AR FCeR fofe e S [Reseem Mo wefis Ses 92 F40 = | I 690 == I
R e &M | G MG G0 a9, 7 (AT F0 F0 SRR, 9 8 Ay @R
FE AT DGR 2RI LTS S S AR | (e I [@ifs [amaes 99 RFFreg
2T T T O O B[Y 901 797 =7 |
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What is Job Design? Principles of Job Design Factors Influencing Job Design,
Job Specification

)

Q A T -
o I fEETET F? S AT FACS AR |
o T fTwmracaa MfoAET I FaCS ARCE |
o I e (T Ao RERFET SAMITTR [=el e 1[eaw |
o X fAfvzac F? O AT FICS AR |

L fEwza e
What is Job Design?

LASTTE S TSR FTCH TP TGS GPLHR PR 2R I | A GG B 1 ey Il
T F0e = ©f R Tt I e e | ey S ez sl ey kel o 44
2l 3

Evert E. Adam @<= Ronald T. Ebert 1, “afefs Sitea fanag ARwesad @R F&B MRG0T N0y
ST 3%+ F41 2 of Rl FACF I e e 17

William J. Stevenson I, “JFICER T8 I TR @S (AW SFCel e I [eeriad e |7
TARES RGNS TS 67 T, AfSHIF ST TEea S0 FIE TR &S, ST Te(«2o
g GR IS YIRS IR G SAMTANR AW EFACR FRREPE I fCenide o1 =7 |

K e ffexe
Principles of Job Design
FIY Ge2 AR TR FOGTA! AT PR T4 T | QG G Fr FE ez ovea Ao
TSN Spraced T qC=1Ced Al ez T a1 =6 8
>, PN T RO Fier G @A FCEA &= M (ol 8 [foq vl ew#tq Teiifre Face
T(3;
et I Ko FHRE Hirosad TS oFg @ FA0 T3;
. IR B RO srgrd FRENE SR e =03;
FR e I Aaod & OITHacs R-ifEng Mee T QR INSHPTHS SRR FACS T(J;
TGO, O % o W3k ffog “mafore I& saRmizeo™ 98! a=ed @y Wre 204 |

A g
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Factors Influencing Job Design
I w3 Fars efedies AResfe FpR Koy feag aeifs 361 | @ 76 SAmIE 7R’ F1E
TCEI2T el T ETE [0S S5 1 =G 8

> | TR/ CeRelr afewr

| 2 R R RREEETR

I feeReTa CFea golq p
. —> |—>| © | IR (@Fefee (BT

BRI

8 | B M T

L, | @ |30/ oes3 (oo awre

BE-2.3: I fowze gor @Esar SAm

/TR @ e ¢ o R ezt CF wepEe F9 0T ACE | WO I FrEwA
AT APREE 1T |
I A (RPBPTR 3 T TR0 (Fd Sy G5 I @B [{awar w41 27 =1, apeifefes

IR @FBretEees [uavar 340 2| @, Al IER W NAPLE TAME IR | IR
SRR (@ I FIOCAR (FFBILTANT @FTGI 0 I 41 2 |

. IR e RBRTR ¢ I TwRew (F@ el g IR G IR

OIS A 27 FACe I @fFe | I Twtem 1 SR I T FNol
(e 2T | OF & LTS effermet | FNoiar @de Teifor 53gr 30 27 |

I R e ¢ I fTetae Ny S e [Ramet [eavar o0 =0 | I R
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¢. TR/ @ AW ¢ I TEIeE CF@ KA A0S W Do FN @A
TRfGTeT @fts 23 | Gowg foaft e, @uw-sass, A 2=, e [av=w
ARCS 7 |

AT T AR, P I B e IR Aoy G AfSBITTR Teely Sl fTSaieT | o2
AT efspieaa S fTaiReTa (Fia ST a9 A1 MRS SPrga et [eava Faco =7 |

i [fvesae

Job Specification

FE g ST IR TS €17 | Gre M W @, G0 [UE I FHMeER e Paow Fepd
RS @PreT ¢ wIRRFR ewee | I WMEse = It afwr IR Mo [e e @rirer ¢
wfoes! fdRe 03 G SRR A (WCACH FANRH T4 =7 | ro SRfe [REeam 1803 I e F40
A

Flippo-93 Wt , “Gfs I TRAMTSONI FPMCTR & AR TFTou FopP N QeRferR Sfraree
o R@ets F Amesad 01 17 (Job specification is a statement of the minimum acceptable human
qualities necessary to perform a job properly.)

Decenzo and Robbins-% TS, “ToR Y I TP G FAF PToN AR FOFT @Te
SRETE TS TF O [ENE I I T 1" (Job specification states the minimum acceptable
gualification that the incumbant must possess to perform the job successfully.)

AN G (ACF G FAOT (BT “AfFeFo =7 | @9-

5. Gt (CICAT P & LTI @ f[77el;

2. e JfeR Ffeers a3y fbfee war =

©. IS SRS @PTel w12 FRQ T4 AFCS 2(J;

8. «ft fdive afrr uafs gy Toimm |
SRR A @, I W30l 20T G5 elfewan T/ WG @I SR & PTod A @7l 8
QIR g @ Siferer gore 1 27, q1 S[02 R#T FIQ T4 AFCS T(J |

X N T fTERs 2 I fCERea AfowET, I [CE2ee (Fa 2]
| I AT 36 for wewe e |

@ HPRCFA:

2AFSVITF B TSR FCFT AT TP E (FUR IR IR I | NG GF6 I A1 e
IO THMT FA0 2J ©f FER Fape I Tz 1 | I Tapew cvare afsdies
RIS SRR ey aw deife w63 | @ A7 TAME 71 I fTe2s eeifs &7 GratE 2@
TR/ TR (@l e FE FOTCA CIFEPTR , FTEA (@Feiifefes @FEpmR , IR &aFeR
A | TR/ (2T ew | I [Areser I I =RQS! qiof | Grs #M =W @, @6 [
FE THAMCTR T PTOH FOGP TS @] 8 Qe etare | FE e == «3fb afiewwr
IR T [0S Aa @rrel ¢ Sfowe! MeHd o3 @ SR SR+ JAfH T4 =7 |
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AF-2.¢ ?;T[; (YT RGN, (4T JJAGANIF SCweely, (4T JRG=IR Singst 1 #AffR T

Talent and Talent Management Purpose of Talent Management, Scope or
Approaches of Talent Management

)

Q A T -
o (VYT @ (Y YN Pl O TS A |
o (Y JFIGHTR w7 I IF0O ARCA |
o (WY AT WSSl AT AT A1 2M&fs FooF 0 TS AR |

T

What is Talent?

YT I O I JTSTRE JW IR BT T M A4 e T AT oend SIewiae
S e ST AR ST AR TR W | (T Fce IR @7 IS ey Tore IR

o
o

Michaels '@ =CIIET, 66 A= FAT IR @14l ITIF A @ANNE G e 203-

(i) T FIACAACP FHIRA FACO A | T 2B &S T WF2 20J;

(i) Aroate stfecarst «iferer tofam oy e [eafe epm wi;

(iii) TIGFII TGFE ITWRAICE AT FAF o) BRI Sfweae!, (e AW ¢ #IfT6d Fa0e =J |
(iv) (4T =T (pool) CoR FAF &y 2=T [ S0 =(F, To:AF TFF WO A R I
e S 2w T TJ |

(V) @ *M@fod JoTLl - G0 W AR A I 0 Gealits 20 @R (@I TP (7o) F6P
Gifelc MTs =03 @, 1351 B3 Tew (4T =il AfstRifrerers Afur see 1 07 |

Mcinksey and Company (4l S 6 &AM 2be HE, ©f ZCA- “(N4F & & (The war for
talent) |

SCACE Q@ eRMT T GRIT &M FCE ANE | AR O T (R JIGEE =6 8y SwifeRiona
fofeewae, 8 #F- W | TACEABFR (AT T (@, PAFTPO (LRI 7112 A SRIFerEe <t
TS T A |

NFE W FRCAF TS (V4T FTF ToCo (ST I | SIMF NCS, ATSIHAL. (Y[ ICACR | ST SItvd
WY (AP OFGR ipE Tow s =07 | S, I1ET News Paper Group Metro-4d (AR 2Ifb1e
Warren Laura Ashley Sl S0 @, “FE v FIfi@cer owe@ afspes A e v
(AL ©f FACo =J 1" WRE Institute of Employment Studies @3 47 FXmST Wendy Hirsh 0o,
“f SO MEF FHHT ST AL (4T IS AF I (FAET 2 N | TSR g ‘Tﬁ—cacw
AT TR ARSI GR IH(4F @Pg e =07 | W9E, Thorne & Pellant N - “CICal
a%mwﬁww%wwwa%wwmmm@wﬁ@m- sl ==
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What is Talent Management

B ARBER &y SR S5 e 8 Taaa FAIE FTo: (N4 JRGI ICT | T [poernd
I A= (T YA 20T G5 el a9 Mo Afsdieas ey (4t w5 fofresadt, Sy, 4w,
FIE fiferesad @ w1 I | 6T IJRGPAR 47 ~RFFN R TG ST IR I |
Gl ARG = G FHF ¢ ARG TS e T 9 P Ty Al AfOIT @St
S TR 5S40 | PRt ORI ARSHITTT LI 7917 |

TARTS SCEIHAT (AT LR TS AN AR G TN @, (T HIGA 8 T TWRAT FACAACSE L0
R I OIS SFAC IS I | OCF ©OF AR FACAS SFaeed ey 2 Boe =177 |

YT [IGAFR STy

Purpose of Talent Management

(LT GG 20T AFSHICTR o (LA @ FTWRAINT T L& ([F 7 '@ Tyaey w1 Aco ST A
(RICAT TP = | AR Froo B> AR @Y (4 [T e Bl = | (KT JIGAFR
ARG RDRERE

S | BB (TP @ TBRNT I (DfFedas @ S A4 |

3 | & gefrEeTeT I 41 - [CS (NI FR(AT A (T T A |

© | (T4 FRFITT T AT LR Wi 8 (4T 557 Fa19 A Wfsesae |

8 | YT @ sAfFasTNeT egfe e AfSHIaeE MW "= T ST |

@ | FACAC P T Iy bl |

Y | I G R 8 TH# *rel JCR & ATAghed 380 41 |

q | FRR RS FLT TR SN (ST & AR H3F FT |

b | ST e APOTR THCAT GG A |

5 | IECH 2fSTRMTSIFTS AR TS Gy FRCAACE 28O AT |

S0 | AfSF ANCH AT FraTe a=re FTHT FF (Sl |

5 | ARITESTTE GIGATT Tz AL 40 |

32 | AP ARTE o T4 ITS (FIF I 2o, WP, Iog o Topiiv 9601 S A me
CRRICAT STPTT 1 & |

TARTS TSIt AN (@0 AFSTIT (4T FGA (FTHET Lo @ ARG ¢ AT |
YT G SneeT 3T Al A A=

Scope or Approaches of Talent Management

LT AT BF] =K AT ©f RIS [fog afe ¢ zifeizms Tp Alfie z@we | e vaa fog
@RS ST A 2CA AT (LT G2 4T I3

S| THefee FE 8 JREIA (Target Job & Individuals)s &= Frer fHfrs Fare 207 a1 2 ™!
JRYAR e | PR DI idr IR e TR 8 Sy FERoE Fes S F6F A
LI AT- IC AP 7 | T (@IS o5 R 303 (o9 I9geiF, TN SA@ JIgoF 8
S AL AL IS | QO A SBIAT GF-PORR* FIETS SHFT IR | GUFT o 600 @,
JRAI AW WY AGFA T (4T I I 203 61 | effovieas fog T Twetorm oy 932 wwgd
58 OMa @, Wl 8 WHTS! (KSA) 8 I Tme efSHita FRTmea 3328 wwgad F03 e |
T m@el- o2 e (1IT) I /N @reifa R ¢ Sy TeemR AReraR wikeg 9ite, ©F
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IEs YR ATACHIT | 58 O FIG(T FRTAR TH K0T (72 | 92 g FfEha T Nferre oF oy
FHCE 0 A1 | FIGAFAANS B (2T VLR AR AW G P @, O Aoy ARk es A =7
O OIE g 71 (e 7 2SR 2ffoBTa b1 @TS IR - @ JPS AT |

Q| @MIFST W& (Competency Models)s ARSI @6 e (o 263 Shw? W4T Jfex S
@R @Sl AFCS (F | @Sl e 7l IW @, [fog Feew oy [fog e, 7Fel 8 el
(KSA) TS 201 | AfSHITT NfeTeis TP F00 2F @, OIF Bl 4R (LI SR STAS | @7ST
Wee ResEe 3 fof @ Tea (o0 AR | @ T OiF Al Taeaia (4l @ IO [
IR ey 2147 efeay =iy F909 | TR w9 Reyw REm! WEaeess (SHRM) a3 37W (91=
Gy GG RIS “@ITeT WEeT” T FACRT GR (T AT J2L 49 BiF® FCaA0Re | 9eteT fazme

(F) W1 37w Jeaaez (HR Expertise )3 NAa 79 SRQETE G Sl AT I |

() I g (Relationship Mgt)s eSSt e @G ((5\SAF CofF 547 |

(7)== (Consultation )3 SoITHI-fTCw* &WIT 4T |

(%) Tog @ fw=s (Leadership & Navigation)s &fSBIta FAHACE A= fea=a1 &I |

(8) QMICAM (Communication)s ffSs T 0Ky W= ©2F &R I8 41 |

(v) % ¢ RFfoT© F=iepTel (Global & Cultural Effectiveness)s R sfsfgfos fas<s o0 o1 |

(%) tfee= 557 (Ethical Practice )3 @fe3Tca (afes SFTAICLE 551 S |

(&) &g R (Critical Evaluation)s St fbIF S I 20O 2(F |

() IR @ 3@ (Business Acumen )3 FIAR (TR T w1 7EA1= |

qMEFO, TARNSE @ISR SAMMST T AboTel ¢ REEACAN AFF oW (o
FAGRFAACS W o= e e |

© | T I g (Managing Development Risks)s 4T SR (F(q NIfeTs-Ag=I41 T
GBI T AT, O - TFpege I wpge| Wl N oy AfSviea e A AR | @ I FEE
GFfG AR - FAR DA I e FE @, T I @RS ¢ feew e | @we-
AT G folrs of$ zem « g Toge Twiege | e @i owa AT IR FIE T
STFIIFT FACO A | (F P IO AR e AP, oiena [edics 19 Face =09 g of
SR AR | (@ T SR (AR &N I AT PG 2GR Tl SR, SICAACE 4G A
T G ) Q7 FACS TS | (T BFACAF A AT IR e[S FCH A | JOAR @
AT QI (T T FR(CHA 2AFSHIT SJ19t TR AT FACK, (TR 7] A= FACS 20 |

81 (4T TS A &AW (2Make or Buy” Talent); 2fS9Iaa MfERmeIe SIaso TR (IPIRE 63 | o
(Al FACHACE S FACA (CofT ) T @ =0e @ me (@) 903 I97 oM @ e
T ofes =g | g 6y efevm wrfeast arar toft e A |

AfSfb srafoad ffai-spifadr cace | T R o=y @GNl 37 ¢ Sau=eEey =%, ©f 7= fFeg
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YTAR |
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T @ACO AT GR T, I3, *Rigs, I ¢ I Tonfr ¢wa A7 1 IR | G AR 74l (0 @«
QR (P RGNS FTFTOR G sFQalef, (T STl FIACHACE S Fa1 T COfd TR (T |
SR, FPNE Toa =6l 8 *afod ARG &= T [Ug TR e - AR (AF I T
R Sy AT 40 =T |

¢ | ¥ BFEs (Global Development)s 3I2&foF (@A (12 51 FACHACE SFFa dCF T [id@
YR AR FIE FACO AN | N (TG & (T 40T @] AP AE, ©F TO@ o] | A4,
T (FP0GT TFO], (- SAAOYRST, ANF A4 B (TG TN, CAfodol @ bifsfas AfRaer, wer
T 2GS LR | R HIGIFCAACS I 8 (SifeTs p CA @A T o] AFCS = |

T S faERtae (IR @ (TUT GG RSl foer Srar TR0 e Gy oy @
| | Sl Aoy e S0 @ T AT FAE |

Vo7 e

G FICS (7 T+ AT I T[T AfSHITTa 1 ITHMCe =14y 2 0o AE Oeva OISH{S
AW e ST AT AT “Ric TR e | G IR 2 Soriy 20T B (T Ay
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PO < TR @R, G g GPeRT S, GVt g CPIET S
) The Process of Talent Management, Developing Talent Management Strategy,
Components of a Talent Management Strategy

)

q AT CNTT SAA-
o YT I AT IATE S0 AR |
o (N4 G (FT*ET Befae TCH I FACS 2IRCAA |
o (Y YA (TR SAMICTR [Rael e AR |

YT PG efferr

The Process of Talent Management

LT GG FOSFE AT TiFS Tome fea ofoe r «sfB el Ty fea 5eeT | Grer o
T T PP @ iew | @t SOt &= tarean GFwe (IR @S SEPTRE F6E 92 ARBERT
P | AL P, 6 (T4 7T A= TAMITIR S5 1 =0T 8

31 W SIEEY (PN (Resourcing Strategy) 8 ™M SIZAS (T fSBTRE &) ATIEIT W
ST R FAT TN RCACR ACF A JoTL o1 ACR | GRS & FoTL IRAR 8 IRAF el I, (-
TERA @ TE TS TS WA TP 2T | DT Teoed TN I 20O QTG @Y
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Developing Talent Management Strategy
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Components of a Talent Management Strategy
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Integrated Talent Management (IMT), Managing Talent for Success, Difference
Between HRM & Talent Management
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Integrated Talent Management (IMT)
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Managing Talent for Success
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T, W[, WHAOl, WAR, I WM, o2 8 Sy [ e d=edRivid s[Es F1 I [
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TR R #F SPRY € IRIRCA IAG[IF 8 FACHACE ORI (0 TS AR | Q4 (=TT [WE =fgr
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T LARSDICTR 75 S T R T12P] (T GRS I @ ARG 31 T |

W] AT G 6 (YT JIGHA 0 iy
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