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Editorial

I am not a talent, leave me!

The historical nature versus nurture debate has led to two contrasting
viewpoints: one that supports accepting inherent traits and another that
emphasizes the idea of improvement. The origins of human behavior and
development has been shaped by these contrasting paradigms, each
influencing our understanding of cognitive abilities and the potential for
change (Stiles, 2011). Proponents of the acceptance school argue that
individuals are endowed with innate characteristics, a genetic blueprint
predisposing them to certain behaviors and traits. According to this
perspective, embracing and understanding these inherent qualities is crucial
for fostering self-awareness and realizing one's authentic potential. On the
other hand, the improvement school posits that while genetics may provide a
foundation, the capacity for change and growth is boundless. It emphasizes
the role of environmental factors, experiences, and intentional efforts in
shaping behavior, advocating for continuous development and the
enhancement of human potential. These two approaches give rise to two
mindsets: the fixed mindset and the growth mindset. The former posits that
skills are static, innate, and untrainable, leading to performance-based
thinking. Individuals with a fixed mindset tend to avoid challenges, give up
when faced with obstacles, view effort as fruitless, become frustrated with
difficulty, ignore feedback, and perceive others as competitors. On the other
hand, the Growth Mindset believes that skills are dynamic, malleable, and
trainable, leading to a learning-based perspective. Those with a growth
mindset embrace challenges, persist in the face of obstacles, see effort as a
tool for progress, navigate through difficulty with a focus on progress, learn
from feedback, and view others as collaborators (Nejati, 2022). Talent is a
heritage of the fixed mindset. The process of talent identification and selection
has evolved into an industry within the field of behavioral science. The
inclination to classify individuals based on perceived abilities, often assessed
through standardized tests. This system extends its influence into various
sectors, including education, sports, and professional domains, where
individuals are frequently labeled and sorted based on their perceived innate
capabilities. This process often results in overlooking the potential for
improvement and enhancement. The fixation on identifying and labeling
individuals based on perceived talents tends to overshadow the value of
ongoing development and the cultivation of skills. By classification of
individuals into predefined categories, there is a risk of stifling their
motivation to seek continuous growth and refinement. Furthermore, the
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emphasis on talent identification can create a mindset that associates success
solely with innate abilities, neglecting the crucial role of effort, learning, and
perseverance in achieving excellence. The danger lies in fostering a static
outlook, where individuals may become complacent or disheartened,
believing that their predetermined 'talent' is the sole determinant of their
potential. In reality, true accomplishment often stems from a combination of
inherent traits and a commitment to continuous improvement. By promoting
a culture that values effort, embraces challenges, and recognizes the potential
for growth, we can shift the focus from fixed notions of talent to a more
dynamic and inclusive perspective that encourages individuals to actively
pursue self-improvement and contribute to the broader landscape of human
achievement. There are several drawbacks that should be taken into account
in this matter. First and foremost is the negative impact of the talent label for
the holder. The talent label tends to make individuals feel confined within the
boundaries of their perceived abilities, creating a psychological environment
where they may be hesitant to explore beyond those predefined limits. This
label can foster a fixed mindset, wherein individuals come to believe that their
skills are static and unchangeable. As a result, they may avoid challenges,
fearing that any difficulties encountered may expose a lack of innate talent.
This fear of failure can lead to a reluctance to take on new endeavors, stifling
the potential for growth and learning. Moreover, the talent label may
contribute to feelings of pressure and expectation, as others may hold high
anticipations based on the assumed talent. This external pressure can lead to
stress, anxiety, and even a decline in performance, as the individual strives to
meet expectations that are founded on a predetermined notion of talent rather
than a genuine understanding of their capabilities. In essence, the negative
impact of the talent label for the holder extends beyond limiting personal
development; it permeates the individual's mindset and influences their
behavior, potentially hindering their ability to navigate challenges, embrace
learning opportunities, and achieve their full potential. As we scrutinize the
drawbacks of talent labeling, it becomes imperative to reevaluate the ways in
which we assess and acknowledge human potential, shifting towards a more
dynamic and inclusive approach that encourages continuous growth and
exploration. Secondly, in the organizational context, having individuals
labeled as talented can inadvertently transform aspiring contributors into
potential liabilities. When individuals with talent labels seek facilitation and
anticipate special privileges based on perceived exceptional capabilities, they
may be less inclined to collaborate effectively within a team. The expectation
of preferential treatment can disrupt the cohesion necessary for productive
teamwork, as the focus shifts from collective objectives to individual
recognition. Moreover, a creative and innovative team thrives on diversity.
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However, a group composed of individuals with similar performance criteria,
derived from standardized tests, constrains the richness of the learning
environment.

In essence, the organizational impact of talent labeling not only risks
transforming eager contributors into potential obstacles but also undermines
the collaborative dynamics essential for fostering creativity and innovation
within a team setting. Recognizing the value of diverse talents and
perspectives becomes imperative for organizations aiming to cultivate a
dynamic and thriving work environment.

Vahid Nejati
Professor of Cognitive Neuroscience at Shahid Beheshti University
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