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INTRODUCTION

The electric industry is faced with the many oiadles, so called skilled employees and leadersnath
ranks to be prepared to encounter future demanmwp@nies will need to develop specific talent managnt
strategies to help prepare for:

1. Assessing its leadership needs. This leads to fawaduation of the knowledge, skills and abilit{&SAs)
needed for key roles.

2. Leaders identify key people, and the organizatisates and implements the means of training them fo
leadership. This involves identifying the work ftioos critical leadership and other key positioristtee
organization.

3. Succession planning provides a comprehensive iovewnf the knowledge, skills and abilities that Ve
needed to sustain effective leadership in the éutur

The increasing need for energy worldwide is thwinlg force behind the investment in alternatives i
energy to include, renewables and other sourcesweér. These demands will require the industrytiklat its
people investment. In times of economic uncertaimyganizations must be dynamic. This requires
organizations to understand the differing needsawh generation in the workplace. Talent managemeist
consider the generations that comprise the workfdrcaddition, organizations must understand tfferdnces
of these generations and seek to customize develafaihplans to meet not only the needs of the legsifbut
also the needs for each generation.

Statement of the Problem:

Energy and electronic companies are not immuribegavorkforce challenges so that many other indesstr
are experiencing it. Gross, Hanes and Ayres (2@@& “societal, demographic, and market forcesehav
brought recent and ongoing changes to the workfancenergy industry. Workforces are aging, expert
knowledge and skills are being lost, and qualifiedlacements are increasingly difficult to find amdain”.
Van Horn, Heldrich and Bloustein (2007) outlinegiircritical areas where workforce challenges airgltfelt:

1. Rising demand for well-educated and skilled veosk
2. Insufficient supply of qualified workers
3. Preparing workers for current and developinggnadustries
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This study examines the current perception ofhtateanagement in the large investor owned Compthey,
scope of its abilities in order to develop a pipeliof talent management, and also the capabilitiehose
strategies for improving job position as a cardananagers.

Objectives of Study:

The objectives of this study are as follows:
» To examine the current perception of talent managestrategies in the large investor owned Company.
* To identify the scope of current TM program for ddping the talent management pipeline.
» To examine the capability of related strategiesdi@paring managers so as to achieve high lev@hof
position.

Literature Review:

This study required to know the talent managensénattegies recognized for a large investor-owned
energy and electric company which will rapidly esipace a migration of critical positions from itgnk and
file. It begins with a structure that outlines ttallenges and issues facing this sort of industhich allowed
for a grounded understanding for the sense of esgsa these companies, must concentrate on dewglapid
executing its talent management strategies. Theldement and deployment of effective talent managgm
strategies ensures a competitive advantage in agoita energy market. The electric and power ingustr
through the entire Iran is experiencing major clesnin its workforce. There are numerous factor$ ¢thase
these significant changes such as for example gargavorkforce and demographic shifts within theisiag
cultural changes that must arrange for a multigetiaaral workforce. Not merely does the electricusily have
to target on human capital strategies but the cogipaonditions that will plague the following geagon if
plans aren't established to confront aging inftecstre, advanced technologies, regulatory and theeigl
public policy push to improve renewable energy sesr This may require utilities to concentrate bgning
business strategies using their talent managertrategies. It's essential for electric companiesatesider how
best to aid the company’s strategy when considesimgession management and succession planningseffo
Like a great many other industries, the electridustry has unique business goals and objectivestap
successful and remain competitive in an internali@mergy market. It's imperative that servicegrakheir
talent management strategy to the company’s syrateghe proper identification and investments @eated
for the fundamental positions and talent which lbareritical to the mission.

Theoretical Framework:

Bolman and Deal (2003) discus the use of framesetew and study organizations. The four-frame model
they discuss consists of (a) structural (b) hunesource (c) political, and (d) symbolic. These feamrovide
context to how to navigate the many challenges rgarozation may contend with. Bolman and Deal (3003
state “A good frame makes it easier to know what gee up against and what you can do about it'1g).
Frames are considered “windows on the world of éesltip and management.” By utilizing the four frame
model, it will allow the researcher to look inteettvindow for the talent management strategies beéévgloped
and deployed for this large investor-owned compadglman and Deal’s (2003) framework allowed the
researcher to understand the realities of orgdaizaitlife for this large investor-owned company:

» Structural frame- focuses on the architecture of the organization.

* Human resource frameemphasis on understanding of people, with thesngths and weaknesses, reason
and emotion, desires and fears.

« Political frame— sees organizations as competitive arenas cheeatieby scarce resources, competing
interests, and struggles for power and advantage.

» Symbolic frame — It puts ritual, ceremony, storiayp and culture at the heart of organizationa!. lif

Recognizing some talent management’s hypotheteappctives:
In the literature of Human Resource Management:

Talent, in the literature of HRM, is put into op#on as capital (Pascal, 2004). Talent requirebdo
examined through four capital perspectives: humapital, social capital, political capital, and cwél capital
(Sparrow, 2009; Scullion, Farndale, and Sparrow]020 Human capital is defined as the existence of
knowledge, personality and social attributes, aoohmetencies in the labor performance in order twlpce
economic value. Social capital is described astoted potential and actual resources which can de= by
organization’s social network membership. Politicapital is stated as the potentiality to gaintlegacy and
make constituent support through use of power sgmitative capital. And cultural capital is definasl the
almost permanent habits and trends which are gamélte process of socialization and transferrednflone
employee’s generation to another. Talent, throubbraan capital perspective, presumes a resoures vasw
of the firm (RBV) which employee’s contribution the main focus. Lepak and Snell (1999) developed an
important HR architecture model within the RBV.
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In the literature of psychology:

In the literature of psychology, there are martgnesting theoretical perspectives on talent ajhaalent
management is usually looked at from HRM point iefiw (Becker & Huselid, 2011). Because humans ate no
recourses in a same manner as non-human resotiregsequire to be looked at through psychology lexther
than RBV (Inkson 2008). Psychology is the missiimk Ibetween organizational performance and HRM
strategy in which employees’ attributions, peroamdi and attitudes are assumed as critical mediatothe
HRM-performance relationship. Generally, the humesource management literature primarily focused on
actual and intended, rather than on perceived HRRAdtjzes although recently there has been sometegdo
examine employee perceptions through psycholodgee (Nishi & Wright, 2007). Consequently, we’llgae
that in the talent management study, we must censwhat is known about talent in the literature of
psychology.

Industrial-organizational (I/O) psychology:

In the literature of I/O psychology, particulaily performance appraisal and personnel selectient is
examined through different perspectives includiagtdrs such as personality, expert knowledge, agditive
ability (Oswald & Hough, 2000). Traditionally, therimary goal within the psychometric model has been
assessment methodologies development which preditise work performance of candidates validly.
Progressively, its focus is varying to a socialgess model in which the reaction of applicantsacedures
selection and ‘I-deals’ negotiations are the matus (Anderson et al., 2004).

Educational psychology:

Gagne (2004) states that in educational psycholtagnt is considered as giftedness which meaas th
possession and use of spontaneous and untraingalnalilities in at least one domain of abilityatiplaces a
person among the top 10% of age peers. The reeseanches in the educational psychology focus ®mainly
giftedness detection in schoolchildren and the enaif the specialized and gifted education. In ghely of
talent, giftedness literature is important duet$cofécus on concepts, theory building and casu&lty.example,
the Differential Model of Giftedness and Talent (BW) of Gagne (2004) defines the way untrained @étur
abilities may or may not be transformed into tedemtross four domains (sensimotor, socioaffectveative
and intellectual) through developmental, environtakrintrapersonal and chance factor ‘catalystss@ven
fields of human functioning (art, business, acadsmieisure, sports, social action or technology).

Vocational psychology:

Ibarra (1999) states that in vocational psycholditgrature, talent is considered as the identityhw
vocational self-concept crystallization. The litewr@ of vocational psychology usually chooses aadyin and
temporal perspective which focuses on the procdbs¢slevelop gradually as a result of a complextuné of
inter- and intra-individual influences (inkson, 3&)0consequently, talent fulfilment is operatiarat as a
continuous process without a predefined or fixétkigon (whitty, 2002).

Positive psychology:

In the literature of positive psychology, talesitconsidered as a person’s strengths which allowheir to
perform well (Linley, Wood, Maltby, Hurling & Kaslash, 2011). Self-actualization is the ultimate ciite for
talent management based on this perspective. BakkBchaufeli (2008) state that self-actualizatienthe
realization of a person’s fullest potentials thrbutlpe fulfilment of everything he/she is capablie ©he
literature of positive psychology is a branch ofygwlogy literature which concentrates on people or
experiences that positively deviate from normsliSsentmihalyi & Seligman, 2000).

Social Psychology:

Finally, in the literature of social psychologglent is operationalized as the perception of talén
examines the ways judges and expectations form iglratinifested as talent rather than examiningtatself
(Dominick & Gabriel, 2009). Consequently, rater @wecy is a very important criterion in the talent
management. In the study of talent managementsicatgonality’ is assumed to be the most common enod
organizational decision making; so it is obviouatttater bias avoidance ought to be an importait to talent
management(Hammond, 1996).

Talent Management Processes:

Talent management is considered a complex calleadf connected HR processes that detailed in the
article, Help Your Company Find, Develop, and KetpStrongest Workerghat “today’s businesses face
increased global competition, shifting markets, amforeseen events. No wonder they are finding atem
difficult than ever to attract, develop, and retskilled workers they need”. Talent managementtter utility
industry consist more than just identifying critipesitions for future replacement but more on hovgroom,
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develop and establish succession planning methardthé talent that reside within the organizatidhere is
nothing more critical than the longstanding vitabitf an organization than the development of itarfei leaders.
McCauley and Wakefield state that organizations ¢lael in talent management follow eight best ficas:

1. Defining “talent management” broadly.

2. Integrating the various elements of talent manant into comprehensive systems.

3. Focusing talent management on their most highlyed talent.

4. Getting CEOs and senior executives committadlemt management work.

5. Building competency models to create a sharetknstanding of the skills and behaviours the omgitn
needs and values in employees.

6. Monitoring talent system-wide to identify potehtalent gaps.

7. Excelling at recruiting, identifying, and dewvelog talent, as well as performance managementetedtion.
8. Regularly evaluating the results of their taletnagement system.

Those industries that establish successful tatemagement processes develop a talent mind-sege€on
and Fulmer (2009) claim that there are five fundatiaslerules that pertain to talent management, theating a
talent pipeline:

* Rule one — Focus on development.

* Rule two — Identify linchpin positions.

* Rule three — Make it transparent.

* Rule four — Measure progress regularly.
* Rule five — Keep it flexible.

Talent Assessment:

Utilities are aware of the clear and present dattgeaging workforce has on the industry. Awarsraene
can no longer suffice but by establishing talenhaggement plans to address the need to fill missitical
positions is the necessary course of action utdiiynpanies must take now. An article published BPA
(2005) entitled Work Force Planning for Public Powiilities: Ensuring Resources to Meet Projectezbdtis,
stated “As with other segments of the U.S. econamy the electric utility industry, utilities arectsd with an
aging work force and the potential retirements te#rge percentage of its employee base”. In th@52@port, it
indicates that the following occupational groupsulgidoe most at risk for retirement in the comingrge
» Chief Execution Officers and General Managers.

* Senior Managers.

e Supervisors.

e Engineers.

Skilled trades to include: electricians, line warkenaintenance workers, pipefitters, plumbers, himery
mechanics, equipment installers, technicians, andtcuction workers.

* Information Technicians.

Krell (2010) wrote: “Industry demographics underscthe need for top-notch succession planning. For
example, in three years, more than half of eleattiity CEOs (who on average are older than caafor
executives as a whole) will reach retirement ag8tnior management in general will be retiring feager
numbers in the next few years — 51 percent of semigineers, for example, will reach retirement bg&015.
In addition, the incoming management requires umigkill sets to face big challenges in the yeamadh-
aging infrastructure, deployment of new technolsde a low-carbon world, growing power demand,njes
in the nature of both state and federal regulatipawth of smart grid technologies, constructioradfanced
nuclear power, even new auditing rules.

Methodology research and procedures:
Research Design and Rationale:

This study is exploratory research with the usemdn-ended questions, allowing the researcherdioep
thus giving participants the opportunity to respamdheir own words, rather than forcing them t@ase from
fixed responses, indicative of quantitative methods

This study provided a description of three orgatmnal attributes: (a) current perceptions of HR
professionals, senior executives, and employedslémt pipeline programs; (b) program satisfactionthe
need and demand for developing a pipeline of talemd (c) program effectivenegsdeveloping candidates to
assume higher level roles and responsibilitiesaasgd succession planning efforts.

Description of Population:

The study is conducted by interviewing HR profesais, senior executives, senior managers fronowari
business units and employees identified in talépéline and leadership and development progranhspfal
whom are employed by a large investor-owned eleetnd Power Company. Many members of an organizatio
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play an important role in the development to deplemt of talent management processes, and can prived
necessary data collection for this study.

Talent pipeline employees:

Data collection is conducted on those employees avk tracked in the company’s talent management an
or succession management pipeline.
There are three important aspects the researchtarex in this phenomenological study:
1. To understand the HR initiatives and planninigrés as it relates to the development and deployroé
talent management strategies throughout the company
2. To understand the level of senior executive etpfor talent management strategies as many cktipdans
are considered optional spending efforts.
3. To understand the current-perceptafn(a) high-potential managers identified as pa&trguccessors, (b)
managers who hold mission-critical positions, arjdhfiddle to senior managers capable of and readgsume
higher levels of leadership authority.

Sampling Methods:

In general there are actually three common typesampling methods in this qualitative study: (a)
purposive sampling, (b) quota sampling, and (c)Myadl sampling. Each sampling method is able tased as
a single object or used in conjunction to gatheadg&or the purpose of this study, purposive armivball
sampling are used. Purposive sampling is the nashwn type of sampling for qualitative studies.

As this study has two primary target populatiooscollect data from, based on three distinct redear
questions, purposive sampling is a sound sampliethod to be used'he researcher will be deliberate in the
selection of participants for interview.

Sample size:

For this phenomenological study, the researcheniiews the following sample size (N=13): 1.Popiola
A (- Director- Program/ Project Managers- Train&ddevelopment Program Manager) 2.Population B (Vice
President- Director) 3.Population C (General Mana8enior Managers) 4. Population D (Senior Mansjger

The above mentioned sample size is the minimunmuam@ = 13) of interviews the researcher felt vebul
provide a thorough understanding of the talent mamgent strategies established for large investaneow
company. Also the researcher believes saturatiosaished at the conclusion of 13 interviews, atctvtime a
thorough understanding of this phenomenon was fifgs falls within Creswell’s range of at least 526
interviews conducted before hitting saturation fophenomenological study. Marshall (1996) statdw “t
researcher actively selects the most productivepkata answer the research questions” (p. 523).

The research questions vary based on the targep gmder investigation.

Data Collection Procedures (Data-gathering methods)

The specific phenomena the researcher focuses, drow an electric and power company can develdp an
deploy the right mix of talent management strate¢iecombat 21st century uncertainty and challengiarket
pressures being experienced for this sector oinlessl? For this reason, the following are generastipns put
to participants to gather baseline information:

» How long have you been employed by the company?

* What are your feelings toward the talent managersemtegies being developed and deployed in the
company?

 What value, if any, do you think the talent managetnstrategies have on the company’s ability to
maintain a competitive and successful positiorhautility community?

» Do you feel the current talent management strasegyiel programs in place are meeting the demarahfibr
creating the pipeline of talent the company need&$ immediate and long-term future?

e Are the current programs in place delivering onpitsmises in preparing candidates in assuming highe
level positions as part of the company’s succegsianning efforts?

Analytical Techniques (Analysis of interviews):

The researcher deploys the following forms of wsial for this qualitative study: (a) iteration, ([©3e of
field notes and memos, (c) use of audio recordifsdata entry and storage, (e) coding and theotisategory
systems, (f) enumeration.

Data entry and storage:

The researcher transcribes interviews as dataoliected (from interviews, notes, memos and any
observational notes) and transferee them into addaft Word document to be imported into Excelpanputer
software and Microsoft office tool used for qualite studies. For all recorded interviews, the agskeer
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transcribes all interview recordings into a Micrtisé/ord document. The researcher enters them ixizelE
spreadsheet for analysis, coding, and interpretatidhen the researcher enter the data into thersgstit will
aid the researcher in identifying meaning and pagtef the information.

Enumeration:

The researcher applies enumeration in this stodpantify data and its frequencies, percentagdarss-
tabulation. Microsoft Word and Excel software altk tresearcher in counting the number of times #hat
particular word occurred and or counting the nundfeimes a category appeared in the data. Some@ra
of enumeration included:

e Counting the number of times a word appeared iacuhent or the number of times a code was appbied t
the data.

» Clarifying words that the researcher may want ® iasthe report (e.g., culture, mentor, stratedfgctive,
etc.).

Application of Validity Procedures:
The researcher uses six Creswell and Miller (20@0}lity procedures for this study:
1. Triangulation 2. Disconfirming eviden& Researcher reflexivity 4. Member checkihd?eer debriefing

Conclusion:

There are a number of assumptions which are nw@diaé study of talent management for the eleetnid
energy industry, when Baby Boomers retire, they lwdive with them the critical knowledge requirex the
company to maintain its competitive advantage anjfterm stability and market forces will catapthiis
industry to look at its talent management processemsure a pipeline of talent which is continlpuseing
developed for future changes and business ne€dsed with a host of new 21st century challengemdude
regulatory, environmental, new competitors in tharket, cost structures, customer expectations lamd¢ed
for reliable energy, the industry must invest & jieople and identify highly capable talent to et pf the
series pipeline to take on critical leadership soto this study intent to address and examineeab@ntioned
conceptions totally in the frame of talent managemmsed on theoretical frames and analysis of wted
interviews.
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