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Abstract
Nowadays, land, capital and fixed assets are no longer the key resources required by the organizations to be highly
competitive. Human capital is the most important resource to adapt  organizations to the worldwide competition. Therefore,
organizations, especially professional services firms, are competing against each other to acquire and retain talents in order
to maintain their operations and continue to grow.

The best practice approach/universal approach does not hold true for Talent Management. Organizations adopt the
appropriate TM approach based on various dimensions such as the market in which they operate, organizational culture,
maturity of the organization etc. This case study captures the talent management practices in vogue at Krav Maga Global
Systems, which is into providing of professional services i.e, training of women in self-defence.

Keywords: Talent Management, Talent Pools, Professional Services Firms, talent Strategies, Talent Needs, Talent
Transparency, Talent Competencies.

Introduction
Talent Management (TM) aims at analyzing the skills, contributions and performance of the employees and create career
opportunities and track the employees’ development and progression. It aims to balance both the employee and the
organizational interests. There are two approaches towards TM. Organizations that are adopting the niche approach are
focussing on the High Perfomers of the organization. The organizations adopting broad based approach believe that
talent/skills is not restricted to just the high perfomers, but all the employees in the organization.

The focus of Talent Management is to have a structured process in assessing the potential of employees and working towards
the training and development of the employees. Talent management includes talent attraction, talent retention, learning and
development and career management. For the organization to be successful, the talent strategy must be aligned with the
organization’s business strategy. The Internal impacting factors are a) Talent Definition b) Organizational Culture c)
Organizational Structure  d) Organizational Strategy e) Organizational History f) Duties And Tasks g) HRM Processes h)
Recruitment i) Career Paths j) Financial Condition Of A Company k) Employee Characteristics (Talent Pool)  . The external
impacting factors are a) Condition of the economy (economic trends) b) Competition on the market c) Labour market
conditions& d) National culture.

Talent Management in Professional Services Industry
Professional service firms are very different from other commercial enterprises. These firms have a unique culture, flowing
with energy and a passion for the work that they do, along with a commitment and purpose for engaging with the client. More
than any other industry, professional services industry is dependent on the skills, creativity, innovation and collaboration of
its workforce in order to deliver services and solutions to clients. The organisation’s ability to attract, retain and manage
quality talent to meet client needs will be necessary in order to remain competitive.

Professional service firms have understood the critical importance of attracting and retaining top talent. These firms invest
aggressively to identify and recruit the very best graduates. They also invest in their people. Mentor programs (professional
apprenticeships) are considered important. The best professional service firms have development milestones and provide
regular feedback to their employees. Employees who do not meet performance benchmarks, or are deemed not to be a good
fit to the organization’s values, are managed out as early as possible. Although many companies acknowledge the importance
of attracting and developing talent most fall short of the benchmarks set by the leading professional service firms as Talent
Management is just not seen as a priority.

About Krav Maga Global Systems (KMGS)
KMGS was started in 2013 as a partnership firm between 3 partners. It is registered in Mumbai, Maharashtra. Its Head Office
is located in Mumbai. KMGS imparts the knowledge of Krav Maga to its students. It is a practical and tactical system that
teaches how to prevent, deal and overcome all kinds of violence and attacks. It prepares the trainees in the subjects of self-
defence, self-protection, fighting and combat skills, as well as skills to defend others, all in unique and comprehensive
teaching method.
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KMGS Instructors train a wide range of students, including: civilians of all ages, Corporates, the Law Enforcement, Military
and Paramilitary Personnel. Training is imparted in the form of regular classes, workshops and seminars at various locations
across the country. KMGS conducts regular classes at  the cities of a) Mumbai ( 12 Trainers distributed between Khar,
Chembur and Tardeo), b) Goa ( 4 locations i.e,  Porvorim, Margao, Panaji and Mapusa)  c) Bengaluru ( 2 locations i.e,
Brigade Road and Koramangala), d) Delhi/NCR(Noida)  e) Kolkotta ( Salt Lake Area), f) Cochin g ) Trivandrum h ) Pune

Review of Literature
Talent Management (TM): Thanks to the competitive environment, organizations have realized that Talent management
cannot left to chance that is a core focus area both for the Leaders and managers in the organization. According to CIPD, UK
“Talent management is the systematic attraction, identification, development, engagement, retention and deployment of those
individuals who are of particular value to an organisation, either in view of their 'high potential' for the future or because they
are fulfilling business/operation-critical roles”.

Roes Martin and Mihenea Moldoveanu (2003) have defined talent as an aggregate of the capacity to learn, capacity to think,
capacity to relate, capacity to act according to the values of the organization. Morton (2004) in his research has indicated that
Talent are those employee who can help the organization transform. Mckinsey defined talent as the “brightest and the best”
(Mckinsey Quarterly, 2004).  Lewis & Heckman (2006) and Hughes & Rog (2008) in their research have identified the lack
of unanimity on the definition of TM.  Smart (2005) described talent as “A players that are the top 10% of talent available in
all salary levels, best of class”. Goffee and Jones (2007) have supported the Morton’s definition and added that talent is a
“handful of employees” who have knowledge, skills and philosophies who have capability to deliver quantum results to the
organization from existing resources. Mckinsey & Company launched the “War for Talent” in 1998 (Chnabers et al., 1998).
Beechler & Woodward have identified four factors that have contributed to the war for talent i.e, a) Worldwide Economic
and Demographic Trends; b) Increasing Mobility of People and Organizations; c) Significant Transformations in the Nature
of Business and d) Growing Levels of Workforce Diversity. (2009) Pruis (2011) had described talent as intrinsic to an
employee and does not need appreciation from others.  Mahan Poorhosseinzadeh & Indra Devi Subramaniam (2013) have
identified the key factors determining TM i.e., a) attracting Talent; b) Deploying Talent c) Developing Talent and d) retaining
talent and e) succession planning. Adrian Pyszkaa & Daniel Gajdab (2015) in their research have explored the conceptual
linkage between CSR and TM.  Mahan & Indra (2013) have analysed the TM initiatives by adopting the IIes et al (2010a)
with the four quadrant model:-

Exclusive
Key Roles/Positions Positions Key Selected People

Social Capital Wide Talent Pool

Inclusive
This model has its merits and perspectives. The proponents who want to make Talent Pool to be the cream of the Talent who
are occupying either critical roles or mapped as a part of succession planning for these positions. The reason being this will
make the entire initiative manageable from the perspectives of cost & resource constraints on side and also make it
aspirational for the talent in the organization. Also from a return on investment (ROI) perspective organizations.

Need for TM @ KMGS
All Trainers start off as students at the basic first level, i.e. Practitioner 1 and become Assistant Trainers and Trainers at the
4th, 5th, and 6th levels and above. Identifying talent within the organization means identifying students who are excellent at the
onset at the 1st level and identifying students who become very good subsequently at the 2nd or 3rd level.

The identification of talent is done by the location trainer who then brings it to the notice of the team of trainers at that
location. Then a follow up is done in this regard when the Head Trainer visits the city to conduct workshops, seminars, and
gradings. The identified talent is then brought to the notice of the Head Instructor.

Again, checks are done not only on the talent, but also the human behaviour of the identified talented students. This is done
by the Head Office team by interviewing the identified talented students and by taking feedback from fellow students in
his/her relevant class. The evaluation of both, the technical skills and the human behaviour of the identified talent is done.
Then both are taken into consideration by the Head Office Team before it decides whether the identified talent meets the high
standards required of a trainer at KMGS. The relevant student is then offered a proposition to join the training team as an
Apprentice Trainer en route to Assistant Trainer enroute to Trainer.
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The processes from Apprentice Trainer to Assistant Trainer to Trainer are duly monitored on a monthly basis. Therefore,
Talent Management is very important for developing Trainers as they are basically the wheels of the organization. Also, the
customers of KMGS are not mere individuals who come in as paying students, but also Corporates that call upon the firm to
conduct workshops and seminars for their employees. KMGS is also called upon by the Government to provide its services to
the Law Enforcement, Military and Paramilitary personnel. Therefore, having the right people as Trainers, with the right
skills and right mental attitude is the most important strength of the firm. Talent Management is one of the most important
aspects of the firm as it depends on actual individuals to deliver its services to the customers in person.

Definition of Talent in KMGS
Everyone at KMGS is defined as talent. Everybody has access to the same opportunities in terms of careers, coaching and
counselling. Some of the characteristics of talent include drive, resilience, commitment, passion, flexibility, low ego. Also,
physical fitness is rated highly in the search for talent. The competencies needed at Leadership, Team Manager & Individual
Contributor levels are captured below:

Regional Director (Leadership) Manager
Trainer (Individual

Contributor)

Knowledge

1) Knowledge of concepts and
methodologies of the KMG
techniques
2) Has been a Practitioner of KMG
self defense for at least 10 years.
3) Has been a Trainer in KMG self-
defence for at least 5 years.
4) Having lead roles in other work
experience.

1) Knowledge of
concepts and
methodologies of the
KMG techniques
2) Has been a
Practitioner level P2 of
KMG self defense.
3) Knowledge of the
areas of Management.

1) Knowledge of
concepts and
methodologies of the
KMG techniques
2) Has completed
Practitioner Level 3 of
KMG self defense.

Skills

1) Technical skills
2) Teaching skills
3) Very high level of physical
fitness
4) Communication skills
5) Documentation & reporting skills
6) Decision making skill
7) Interpersonal skills

1) Communication skills
2) Documentation &
reporting skills
3) Decision making skill
4) Interpersonal skills

1) Technical skills
2) Teaching skills
3) High level of physical
fitness
4) Communication skills
5) Interpersonal skills

Attitude

1) Committed
2) Passionate
3) Motivating/ Encouraging
4) Flexible
5) Low Ego

1) Patient
2) Flexible
3) Low Ego

1) Committed
2) Passionate
3) Flexible
4) Low Ego

Talent Identification Process @ KMGS
The talent can be identified only after progression through the Practitioner levels of KMG self-defence. A person joins the
KMG self-defence classes as a student and his/her performance is tracked. The students showing exceptional talent are
identified as the future probable Instructors at Practitioner 2 level, good ones are identified at Practitioner 3 level and average
ones at the Practitioner 4 level.

There is a formal procedure in place to handle identified talent. The talent is identified as Exceptional, Good & Average. The
Exceptional students, on completion of the Practitioner 3 Level, are allowed to conduct classes only for the students of the
Practitioner 1 Level, under the supervision of Senior Instructor. The way of teaching, body language, tone of voice etc. are
noted by the Senior Instructor. They are then informed that they can attend the General Instructor Course (GIC) which is of
24 days duration, i.e. 12 days of training (7 hours each day), then a break of 4 months and then 12 days of training (7 hours
each day). On finishing the GIC, they are given the Graduate Level 1 Diploma and the Instructor Diploma. After this, they
can start teaching KMG self-defence on their own.
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Good students can conduct classes under supervision of the Senior Instructor on completion of the Practitioner 4 Level while
Average students allowed to do so on completion of the Practitioner 5 level. The way of teaching, body language, tone of
voice etc. are noted by the Senior Instructor. They are then informed that they can attend the General Instructor Course (GIC)
which is of 24 days duration, i.e. 12 days of training (7 hours each day), then a break of 4 months and then 12 days of training
(7 hours each day). On finishing the GIC, they are given the Practitioner Level 5 Diploma and the Assistant Instructor
Diploma. This is then converted into the Instructor Diploma within 6 months of probationary teaching period. Normally, the
percentage of students getting the Instructor Certificate on completion of the GIC is 60%. All the Instructors are made to test
for a higher level at least once every year i.e.

This would normally take 5 years to complete. Therefore, the Senior Graduate Instructors guide the Junior Graduate
Instructors, who in turn guide the Senior Practitioner students. Thus, the technical inputs, quality and inspection are
maintained from the Senior Practitioner Levels to the Senior Graduate Levels.

Transparency of Talent
KMGS shares with the talent that they are identified as talent. They are informed by the Regional Director that they have

been identified as a probable Instructor. They are also informed about the process of training and learning that can take to the
level of an Instructor.

Planning & Acquisition Process
They are informed by the Regional Director that they have been identified as a probable Instructor. They are also informed
about the process of training and learning that can take to the level of an Instructor. The plan of action is to also make the
Instructors from Graduate Level 1 to Graduate Level 5, more aware that such talent at the Practitioner Level need to be
identified on a quarterly basis.

TM Issues @ KMGS
In the past, several trainers were asked to leave the organization due to reasons such as a) Male trainers misbehaving with

female students, b) Trainers wanting to start their own firm & trying to take the customers of KMGS away by getting a
commitment from those customers before leaving the firm c ) Irregular attendance by the Trainers at the training location.
However, the problem was addressed at the monthly meeting which is held at every location. d) Seasonal leave by Trainers in
mass during seasons like Diwali, Christmas and the wedding season. The main issue here is that leave is taken at the last
moment which leaves the organization in a lurch. To address this issue, commitment is taken from other trainers at other
locations to take over the classes of the relevant trainers while they are on leave.

Talent Updation Process @ KMGS
All Trainers have to train with the Head Trainer for quality & inspection of their skills. To update their skills and learn new
skills to be passed on to the senior students as they reach a higher level in their training. The main issue is getting a
commitment from all trainers to meet at a specific location in India for a 3 day period to be trained by the Head Trainer. This
quality & inspection training takes place twice a year. Most Trainers that cannot make it have to then find the time to get
trained & the Head Trainer has to find that extra time to train them. This is an important issue because if the trainer does not
attend these training, then the multiplication factor comes in and his/her students’ performance is not as good as the others at
the annual grading process. This may in turn lead to loss of students (customers).

Future Needs of Talent
The talent of Senior Graduate Instructors doing the Senior Level Instructor Courses to teach sectors of Law Enforcement and
Military. Middle Level Graduate Instructors (Graduate Level 3 & 4) doing the Kids Instructor Course and/or the Women
Instructor Course to teach kids and women (civilian) respectively.  The organization has around 30% of the required talent.

New Methods to Identify & Recruit Talent @ KMGS
KMGS can conduct classes/workshops in schools, colleges. The talent of the students who train in these sessions can be
observed. The ones showing talent can be offered a place in the regular training of KMGS in that city and their progress can
be monitored by the local team of Instructors. The organization can offer them the chance to become trainers, as the talent
reaches a certain required level in KMGS, depending on their performance.

Graduate
Level 1

Graduate
Level 5

Graduate
Level 4

Graduate
Level 3

Graduate
Level 2
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KMGS conducts training for various sectors of the Government such as Law Enforcement, Military & the Para Military. The
talent of the trainers in these Government sectors can be observed. These trainers usually retire by the age of 40 years. KMGS
can recruit them and train them to become KMGS Instructors, who can then impart that knowledge to the personnel in those
sectors.

Talent Retention Initiatives
Competitive salary structure with the market place. Entry level salary for 16 classes a month is Rs. 20000. Person will also be
required to take part as a team and conduct 2 workshops a month within this salary. (This is usually a part time job as the
person will have his own day time employment. Classes will be held in the morning or evenings. Therefore, this salary
becomes secondary income.). If the person chooses to have their own locations, then there is profit sharing of 75% to the
trainer and 25% to KMGS.

Retention of talent is in proportion to the number of students that a person teaches in class, i.e. the more number of students
in class, the trainer feels much better about his job. Therefore, the company’s marketing and sales teams have to always
monitor each and every class on a monthly basis and thereby do the needful. Once a person becomes a KMGS trainer, the
company offers to sponsor all further higher grades and advanced courses that the person will have to undergo. This may
include even sending the person abroad for training. Making sure that the trainer’s immediate family socially interacts at least
twice a year with the company’s teams at get-togethers, outings etc.

Conclusion
This research paper captured the theoretical backdrop of talent management and thus it studies sin depth the context of a
professional services firm (KMGS) which is training into training of women on self-defence. The paper captures the unique
context, issues and challenges faced by the organization. The paper highlights the needs for TM practice not just for large
organizations, but for niche organizations like KMGS whose existence/survival and growth are dependent on the skills of
individual trainers.
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