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1.0 Reflecting on the creation of your idea: this section should address issues related to your
idea, including what influenced it, the way it developed over time and what you see as its
strengths and weaknesses.

Feeling
Initially, I experienced a mixture of excitement as well as anxiety at the start of this research. The intricacy of the subject matter was intimidating, however, my eagerness to uncover practical observations kept me driven. Interacting with HR professionals during interviews was highly gratifying, as their enthusiasm for the topic motivated me and emphasised the significance of this research (Maharajan et al., 2021). The initial feedback from my lecturer and peers was encouraging, boosting my confidence in pursuing this inquiry.

Description
The research focused on a significant HR issue: the underuse of employee performance data in enhancing talent management strategies. The importance of this matter is crucial, given that companies are progressively depending on data-driven decision-making in order to maintain their competitiveness (Betterworks, 2022). The goal was to explore how HR professionals could leverage performance data to improve talent management and organizational success.

Evaluation
The research process exhibited various strengths and weaknesses. One notable advantage was the utilisation of a qualitative methodology, which enabled thorough and open discussions, enabling participants to freely exchange valuable perspectives. The utilisation of semi-structured interviews allowed for the flexibility to modify questions in accordance with the participants' answers and delve into emerging themes (Dovetail, 2023). A significant flaw, though, was the small sample size of only five interview subjects, which might not accurately reflect a range of industry-specific practices. Despite being rich, the qualitative data did not have the same level of generalizability as a quantitative approach (Indeed, 2022).

Plan of Action
In order to enhance my comprehension of performance data opportunities and challenges, I intend to investigate other industries and expand the sample size. Quantitative techniques will be used in subsequent research to supplement the insights gained from interviews (Indeed, 2022). In order to improve my research methodology and talk about the implications of my findings to support data-driven HR practices, I will also ask for and welcome feedback from mentors and peers (Scribbr, 2024).

Analysis 
Critical ideas surfaced during the course of the investigation. The alignment of performance data with organizational goals was one important finding. HR experts stressed that in order for talent management strategies to be effective, they must incorporate performance metrics with more general organizational goals (Abdullahi et al., 2022). Performance data utilization was found to be hampered by issues like data integration and change resistance. This emphasizes the requirement for training and user-friendly tools to improve the data literacy of HR professionals (ScienceDirect, 2023).


Conclusion 
This investigation emphasized how crucial performance data is to talent management. Future research and practice will benefit from the insights gained, which will ultimately lead to more successful HR strategies that support organizational success. Future research must address issues like sample size and generalizability in order to improve the findings' robustness.

2.0 Reflecting on the process of developing your idea: this section should consider issues such
as the main challenges you faced over the course of your research.

When I think back on how I developed my research idea, I had to overcome a number of obstacles and go through a personal growth process. Finding a serious HR issue was initially a difficult task. The emphasis was on the use of performance data to improve talent management strategies—a crucial topic as businesses depends more and more on data-driven decision-making. Research on the practical application of performance data is needed, as the literature revealed a gap in its effective application (Maharajan et al., 2021).

The next step involved developing a research question that sought to investigate the relationship between HR procedures and data analytics. It was intended to address a practical issue and add to the academic conversation on talent management and HR analytics by posing the question, "How can HR professionals effectively utilize employee performance data to improve talent management strategies and drive organizational success?" (Betterworks, 2022).



The necessity to produce new hypotheses and insights based on gathered data, as opposed to testing established theories, influenced the decision to adopt an inductive and qualitative methodology. This method made it possible to investigate fresh themes and patterns, which is especially pertinent when it comes to talent management, as organizational practices differ greatly from one another (ResearchGate, 2020). HR professionals were interviewed in a semi-structured manner to get their direct insights and to capture nuanced experiences.

Five HR specialists were interviewed as part of the data collection process. Among the people interviewed was Ms. Dila, a senior HR manager at a multinational company with more than 15 years of experience in talent development and performance management systems. She provided insights into how large corporations use performance data to comply with international standards. Ms. Sarah, an HR director at a medium-sized tech company with ten years of expertise in employee engagement and data-driven HR strategies, gave real-world examples of how to use performance data to boost output.

Mr. Cheong offered technical expertise on analytical tools and procedures. He is an HR Analytics Specialist at a sizable financial services company with eight years of experience in workforce planning and HR analytics. With 20 years of experience in performance management and leadership development, Mrs. Erica, the Chief HR Officer of a sizable healthcare organization, emphasised the strategic application of performance data in fostering leadership qualities and upholding high standards of care. Mrs. Alisha gave a useful overview of combining HR and business strategy. She is an HR Business Partner at a consumer products company with 12 years of experience in coordinating HR practices with performance targets and business objectives.

Having these interviews allowed me to obtain firsthand knowledge from seasoned HR professionals, which was a useful addition to the research process. I overcame the challenge of scheduling conflicts resulting from participants' busy schedules by being adaptable and taking into account their preferences. Video conferencing was used for the interviews, which made it possible for professionals in various locations to participate.




Data analysis showed that HR decision-making processes are greatly improved by performance data. As per ResearchGate (2021), HR professionals have reported that they have utilized performance metrics to identify employees with high potential for leadership roles, which has resulted in a decrease in turnover rates and an increase in internal promotions. Nevertheless, obstacles like problems with data integration and manager resistance to change were also found.

After giving the entire process some thought, I realized that performance data in talent management is dual in nature—it offers opportunities as well as difficulties. The study emphasized how important it is for HR professionals to embrace a data-driven approach while removing real-world obstacles to data use. To improve the efficacy of talent management strategies, recommendations included streamlining data access and establishing a culture of ongoing feedback (Indeed, 2022).



All things considered; this experience helped me better grasp the challenges associated with using employee performance data for talent management. It encouraged me to investigate the more general consequences and purposes of my findings and reaffirmed the significance of ongoing learning and adaptation in research practices.









3.0 Reflecting on your individual learning: this section should focus on your own personal
development, including the skills, knowledge and understanding you have gained from the
experience and how you might apply this learning to your future career.


Considering Personal Education
I have learnt a great deal through this research process that will be extremely useful to me in my future work as an HR professional. This reflection outlines important learning areas that are backed up by Studies that are relevant.


A Greater Knowledge of HR Driven by Data

My understanding of how employee performance data can be used to inform talent management strategies has grown as a result of speaking with seasoned HR professionals and reading pertinent literature. Levenson (2018) asserts that companies that use data analytics well can improve performance by improving their decision-making procedures. I now understand the useful uses of HR analytics and how they can benefit companies and employees (Bassi & McMurrer, 2007).



Improved Capabilities for Analysis and Research

My research and analytical skills have been greatly enhanced by conducting a thorough literature review, evaluating qualitative interview data, and synthesizing findings from various sources. Making evidence-based decisions in HR requires the ability to effectively collect, analyses, and draw conclusions from a variety of data sources, which is something I have learnt to do (Cascio & Boudreau, 2016). This experience supports Pruett's (2016) assertion that analytical skills are critical to contemporary HR procedures.



Enhanced Capabilities in Presentation and Communication
Introducing my research proposal and results to my lecturer and peers has helped me become a better communicator of difficult concepts. I now know how to modify my communication approach for various audiences and provide captivating presentations (Meyer & Land, 2006). In my future professional life, these abilities will come in handy when giving presentations to stakeholders and running training sessions (Kirkpatrick & Kirkpatrick, 2006).


Increasing Recognition of Reflective Practice

Writing this essay has helped me engage in reflective practice, which has improved my capacity to draw lessons from experience and use those lessons in my future work. Schön (1983) asserts that in professional settings, reflective practice is critical to ongoing learning and personal development. By consistently establishing learning objectives, getting feedback, and thinking back on my experiences, I intend to keep developing my capacity for reflection.



Enhanced Expert Connection

I've been able to grow my professional network by interviewing HR professionals from different industries. In HR, networking is essential because it provides access to opportunities for mentorship and cooperation (Granovetter, 1973). The knowledge that I have acquired from these seasoned professionals has been priceless, and I plan to keep and cultivate these connections in order to advance my career.



Complementing Career Objectives

My career goals have become clearer and my passion for the HR profession has been reinforced by this research experience. I now have a better idea of the career path I want to take after learning about the function of data in talent management, whether it be in talent development, HR analytics, or strategic HR partnering (Ulrich et al., 2012). I will be better able to decide on my future professional path and the skills I need to acquire thanks to this clarity.

Finally, I would like to say that this research experience has greatly impacted both my professional and personal development. Through reflective practice and real-world application of module concepts, I have acquired important knowledge, abilities, and comprehension that will help me in my future work as an HR professional. In this exciting and fulfilling field, I can't wait to keep learning and developing.
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