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Abstract
This research project studies the key aspect of talent management and employee retention approaches in an organisational context. The organisation undertaken is “The Thirdway Group, UK”. This assessment includes the introduction chapter that outlines the main goal and purpose of the study with reference to the organisation undertaken. The methods and methodology chapter of this research outlines the key methods and techniques that have been thoroughly followed at every level of the research. The literature review chapter provides a broader overview and explores the deep insights toward the research topic through the past works of the key personnel associated with the research topic. A detailed analysis of the primary and secondary study has also been incorporated in this research. This analysis has created a roadmap towards the development of the research outcomes and determination of the key knowledge that can improve talent management and employee retention policies.
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Background overview
Thirdway Group is a UK based privately held small business providing leasing and non-residential real estate service that was founded in 2009 (Thirdway Group, 2022). Initially this company was established with 3 employees as a small enterprise and until 2021 there were 185 employees and had generated a revenue of £77.20 in the same year (ONS, 2022). 
Employee is the most valuable asset for an organisation whose efficiency and attributes towards their employer needs to be continuously taken into consideration. Motivated and engaged employees improve the organisational productivity and efficiency leading to a better competitive edge of an organisation. Ben Gillam, CEO of The Thirdway Group UK states that currently their workforce lacks appropriate employee management policies which could be a potential threat in the future development of the company (Thirdway Group, 2022). Thus the employee retention policies need to be improved in the company. 
Research aims and objectives
Aim
The primary aim of this research project is to investigate how effective talent management policies and approaches improve employee retention in Thirdway Group UK.
Objectives
The following are the objectives of the project:
●       To examine the current literature on talent management and its strategies
●       To analyse the barriers to successful talent management in an organisation
●       To evaluate the importance of talent management in the contemporary business world.
●       To examine strategies that can help an organisation improve its talent management strategies.
Research questions
· How can SMEs effectively apply talent management approaches for retaining their employees?
· What is the impact of talent management and employee retention approaches towards the productivity and efficiency of the SMEs.
Research hypothesis
· Hypothesis 1- Talent management policies optimise employee retention rate in an organisation.
· Hypothesis 2- Better employee retention rate enhances the competitive edge of an organisation.
Research gap and contributions 
This primary research has been conducted with a limited number of samples despite the organisation having a larger workforce population. Thus it had failed to incorporate the diverse perspective and overview of the samples in developing the research context. Since there has not been any previous research that specifically defines the employee retention in Thirdway Group thus incorporation of theoretical outlook provides a broader overview only. 
The rationale of the research
Outline of the research
Chapter one: Introduction
Chapter two: Methods and Methodology
Chapter three: Literature Review
Chapter four: Results discussion, Conclusion and Recommendations
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Chapter Two: Methods and Methodology
Research philosophy
Research philosophy concerns the thoughts and beliefs that a researcher carries throughout the process of collecting, examining and interpreting the data and information in a research study. There are basically three types of a research philosophy, positivism, interpretivism, pragmatism and realism research philosophy. For the current research positivism research philosophy has been undertaken as it views and explores the social world in an objective manner. Here a researcher acts in an objective manner as they dissociate themselves from their personal values and focus on work independently. Through positivism philosophy the research hypothesis in the current research research has been generated. This hypothesis acts as a basic foundation for generating the research knowledge towards the desired derivables and the research outcomes (Baharin and Hanafi, 2018). This hypothesis has been tested with the various social theories or the theoretical outlook in the current research for developing the research outcomes that are relevant and relatable with the research context. 
Research Paradigm
A research paradigm concerns a set of common arrangements and beliefs that are shared among the researchers about how a research problem should be interpreted and addressed in a research. Basically there are four types of a research paradigm in a research study: positivism, interpretivism, social constructionism and critical paradigm. Positivism paradigm puts emphasis upon the deductive logic, knowlability and objectivity of a research variable. Interpretivism is based upon human research. Constructivism puts emphasis upon the varying truth, social construction and ever changing nature of society and critical paradigm focuses upon social change, inequality and power. Constructivism research paradigm has been undertaken in this research because it believes that there is no single truth or reality in a research context rather it is composed of multiple realities. This constructivism paradigm also favours qualitative research methods like qualitative interview that tends to outline the diverse perspective of the participants in a research study (Al Hammadi, 2020). 
Research Approach
Research approach concerns the process of broad assumption of data accumulation, examination and interpretation that is based upon the research problems. Broadly there are three types of a research approach: abductive, inductive and deductive research approach. An abductive research approach is associated with the construction of a theory through analysing qualitative data. Inductive research approach starts with a specific set of observations of the data towards the general social theories for developing research deliverables. A deductive approach is associated with a scientific investigation in a research study. Deductive research approach has been incorporated in this research as it facilitates the researchers to quantitatively measure the research concepts and explain its relationship with the research variables. Through deductive approach the research hypothesis of the research has been tested with the existing social theories for developing the research knowledge and deliverables (Gandy et al., 2018). Then these theories have been again tested to check if new knowledge could be developed to support the research deliverables.
Research methodology
A research methodology concerns the specific techniques of procedures undertaken by a researcher in identifying, processing and analysing various information and data about a research topic. It allows a researcher to critically evaluate the overall reliability and validity of the research deliverables. There are mainly three types of a research methodology: qualitative, quantitative and a mixed research methodology. Qualitative research methodology is associated with the accumulation and analysis of non-statistical and non-numerical data. Quantitative research study focuses on accumulating and interpreting with the statistical and numerical data and information. Mixed methodology is a combination of both quantitative and qualitative data and information. Quantitative research methodology has been undertaken in this research as this research focuses on accumulating and analysing primary data. Quantitative methodology appropriately suits this research study as it focuses on observing the events or the situation that affects the variables and produces an objective data that has been clearly communicated through numbers and statistics (Marinakou, 2019). 
Research strategy
Research strategy concerns the general plans and procedures that give directions to the overall efforts and actions of a researcher for producing relevant and authentic outcomes. It is basically a process through which a research study is carried out. There are four key types of a research strategy namely, quantitative survey, qualitative interview, case study and action research. A survey is a process of collecting key data and information from a larger population group associated with the research variables. Interview regards the process of collecting authentic research data from the key participants with defined roles. Case studies are associated with collecting data over a specific topic or the situation of the variables. Action research is associated with solving the research problem by focusing on effective solutions. This research study has incorporated quantitative survey as a research strategy to accumulate the data related to the research context with larger population groups that favours diverse perspectives (Pagan et al., 2022). Survey is also a significant research strategy because it outlines the broader perspectives of diverse opinions and behaviour of the participants that are crucial for vital decision making.
Sampling method
Sampling method concerns the process of selecting an appropriate population that belongs to a common institution or resembles a specific group that is somehow associated with the research concept. There are four types of sampling methods in a research study, simple random, clustered, stratified and systematic sampling method. Simple random sampling method is a method where every sample gets an equal and fair opportunity of being selected. Stratified sampling method incorporates the process of population division into smaller groups based on shared characteristics and attributes. Clustered sampling concerns the process of division of population into smaller clusters and randomly selecting the samples from these clusters. Systematic sampling the selecting a sample population in a fixed frequency from a predefined starting point to a certain limitation (BHATT and SHARMA, 2019). Simple random sampling method has been used in this for selecting the survey samples. Through a random sampling method 25 employees of Thirdway Group have been included for this research for conducting a primary study. 
Data Collection tool
Data collection tools concern the devices and techniques like computer assisted interview, paper interviews, checklists and observations for collecting data in a research study. Computer based sampling method has been undertaken for the current research. The samples of the research were provided a survey questionnaire via google form in which they had responded to the questions and submitted them to the researcher. Survey questionnaires have been undertaken because they offer efficient, inexpensive and faster means of accumulating huge amounts of information from the sample population. This tool is effective in measuring the behaviour, intentions, opinions and attitude of the sample population. 
Ways of interpreting data
The primary data will be first outlined in simple table and chart format where the responses of the samples will be studied and analysed. By studying the data and formation incorporated in these tables and charts will be analysed and examined for an outlining the analysis.
Time prospects of research
	Activities
	Starting date
	duration
	ending date

	Planning Research
	19-Jan
	4
	23-Jan

	Identifying Research Topic
	24-Jan
	5
	29-Jan

	Setting aim and objectives
	30-Jan
	3
	1-Feb

	Identifying Research Literature
	2-Feb
	5
	6-Feb

	Choosing Methodology
	7-Feb
	4
	11-Feb

	Data Analysis
	12-Feb
	12
	2-Mar

	Findings and Discussions
	3-Mar
	8
	11-Mar

	Final Submission
	12-Mar
	1
	12-Mar 


Table 1: Time prospects of the research
(Source: Created by Learners)
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Figure 1- Gantt Chart
(Source-Created by Learners)

Ethical consideration of the research
This research has been conducted by following the guidelines outlined in “The Data Protection Act, 2018”. Every data and information accumulated from the participants were done through informed consent of the participants. The safety and privacy protocol has been closely monitored and maintained in this research. All the participants of the research  were incorporated in this research at their own will and no coercive force has been applied upon them. Every theoretical data, thoughts and philosophies of the secondary data outlined in the literature review has been incorporated for an academic learning purpose and has compliance with intellectual property rights. This secondary data has been derived and downloaded from the original sources and bears no issues of copyright protection protocols. Alongside there has not been any issue of physical or intellectual harm to any participants in this research study. 
Limitations of the research
The limitation of research is such that this research has failed to explore the perspective and interest of human capitals in an organisational practice that constructs vital aspects. This research has also failed to explore the impact of micro environmental factors like the recent COVID19 outbreak or the geopolitical influences that impacts human engagement in a research. The research also fails to incorporate the factors like technology and social shifts that are likely to impact the prospect of talent management in the future.
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The concept of talent management, its strategies and its significance
Ansar and Baloch (2018), had stated that talent management has been one of the majorly relied options that have been developed by the brand over the course of time. In a simplistic approach, talent management can be addressed to be methodologies and stages that would have been executed by the brand to recruit and evolve the enactment of the employees. The recruitment process and the development of the best work can be addressed to be one of the majorly crucial factors that would enhance the operations and activities of the operation of the brand. The authors stated that talent management had been used by the multiple brands to have better and quality management in the firm and ensure the work and tasks have been executed in the best possible ways. As in the recent generation brands have been seeking the use of the best and proactive in the recent generation. Talent management has been highly related to the use of the skills of the employees for the brand to have the best productivity. The skills have been a highly reliable approach developed by the brand and the use of the ideas would eventually ensure the brand has a well-desired approach in the desired market. Around more than 72 per cent of the business in the internal process have been highly reliable in the use of systematic talent management (De Boeck et al., 2018). The brands have been reliable in the skills and knowledge of the employees as this confirms the brand has better success while operating in the desired market.
As mentioned by Kravariti  and Johnston (2020), there have been multiple strategies and ideologies that could have been implemented by the brand to have one of the best talent management over time. The use of the best notions and details would be relied on by the brand to have one of the best management over the course of time. The use of the adaptive working nature by considering the human resource to be one of the best assets would ensure the brand has one of the best performance over time. Since the very beginning training has been considered to be one of the tools/strategies that have been relied on by the brand to encourage the maturation and enhancement of the employee. The use of standard assessment of the employee's performance has been relied on by the brand to have one of the best operations. The performance assessment would make the brand discover the brand and ensure the new development programs for the expansion of the employees over his skills and ideas. Gaining the feedback and providing the employees with some feedback would be one of the most essential steps that could have been depended on by the brand for the circulation of the report. The circulation of information would ensure the employees evolve and attain proper performance as the exact goes for the business administration.
Barriers influencing talent management in an organisation 
As addressed by De Boeck et al. (2018), there have been major factors that have been inducing some of the changes that have made sure to lower the performance and development of the employees in respect to proper employee retention. With the use of the best ideas and information, the person would be able to attain one of the best performances. In recent times, it has been really difficult for the brand to have the employees motivated and have qualitative engagement in the firm. In recent times, the demands and needs of the workforce have been seen to be rising. This leaves the brand unable to introduce one of the best working environments for the employees as the brand would need to both at the investment and the employees. This has made it one of the biggest hindrances for the employees being unable to have one of the best performances over time. As the demands of the employees can be seen rising it is best for the brand to fulfil the demands of the employees, the brand would have a higher cost of operations and activities over time. The brand would have a need to have a higher capital to have an opportunity to pay the best employees.
As mentioned by Gallardo-Gallardo et al. (2020), the supply chain of employees has been falling in the developed countries significantly by 7 per cent a year. The brands operating in the developed countries would need to look for the employees with the best offers and this ensures the brand has lessened options in the retention of the employees. In recent generations, the brands have been highly affected by the lower employees in the employees market. The brands have a higher difficulty to attract the best employees. The brand must have one of the best concepts to keep the best employees attracted. As a recent study, competitive and talented employees have been seeking the reliability of a brand that offers competitive tasks. The boring tasks would ensure the employees living the brand leaving with the least chance for operations and activities. Challenging tasks have been known to gain the highest demands by the employees as this would ensure the employees develop new skills and have proper performance over time. 
As addressed by Pandita and Ray (2018), talent management needs proper planning and discussion. The brands have been relying on the basic ideas for talent management. The brand needs to develop talent management with the aim to gain success and generate a huge hit in the desired market. In the recent report found in the year 2017, talent management had been generally developing, the brand had no ultimate motive to gain success with the use of talent management. The lack of manpower planning has been one of the major internal hindrances that have been lowering the performance of the brand over the course of time. Proper planning has been one of the key success plans that ensure the brand retains some of the best employees and ensures the talent of the employees is used for the growth and expansion of the brand. It had been reported in the year 2017, that 27 per cent of the brand moved without the use of proper planning in the retention of the employees.
As per Nasiri and Bageriy (2020), the brands in the recent age have not been able to have proper inducement of talent management as an integral part of the brand. As the brand needs to acknowledge talent management to be one of the best internal processes of the brand over time. The brand must be committed to the development of the employees to ensure the employees have been provided with a better chance for growth and development. The proper planning would ensure the brand has proper and systematic management. The brand must be committed to the growth and development of the employees. An engaging environment must be developed by the brand to ensure the retention of the employees. The lower capacity of the brand to develop such a nature in the brand would have a direct impact on its performance and productivity of the brand. This would result in the brand being unable to have proper use of talent retention in the workplace. The brand would need to have one of the best perfectives of the non-financial practices as this would indulge in the generation of the best results over time. With the use of the best notions and approaches, the determination of the brand is likely to have a better approach to gaining a better and positive result. The non-financial activities can be related to the skills enhancement of the employees as this would ensure a better generation of results and one of the best performances over the course of time.
The importance of talent management in the contemporary business world
As acknowledged by Kravariti and Johnston (2020), talent management has been known to generate one of the best values, eventually ensuring the brand has long term stability. The end result of talent management has been considered to be one of the crucial ideologies for the brand. The short term benefits ensure the brand has proper engagement in the generation of benefits. The internal operations get the chance to have proper sharing of the reports and data for the brand to have one of the best approaches. As such, the marketing and research and development team would have a better sharing of data for the development of the best promotional tactics and concepts. The brand would have a designed hiring and development process. This would ensure the brand has one of the best observations and development of employees, in terms of organisational learning and development.  The one beneficiary of the brand would be the gaining of the improved employee experience and retention of the employees. Favourable working conditions being developed would ensure the brand has one of the best performances over time. Ensuring the brand has proper growth and development over time.
Collings et al. (2019), stated that the use of a diverse workplace with equality would have a better impact on the work execution in the brand. It has been one of the best strategies that ensure keeping the employees engaged with the brand. The diverse nature of the workplace would promote the growth and development of the brand. A proper and caring workplace would ensure all the employees are provided with equal options for growth and development. The diverse workplace would provide the brand with one of the best employees from all over the world eventually increasing the performance and productivity of the employees. The brand would have one of the best inclusive learning environments allowing the brand to enjoy proper growth and development during the operation and other internal activities. The employees would have knowledge from multiple backgrounds entitling the brand to gain the best source of innovative approaches and ideas to operate in the desired market.
As mentioned by Salau et al. (2018), the brand would be able to provide the employees with one of the best working cultures with the use of notions from talent management. The brand would be able to provide the employees with the best opportunities for growth and development over time. The brand would need to have proper consideration to provide the employees with competitive tasks and simpler tasks alternatively as this would ensure the employees have proper time to fill up the skills gaps for the completion of tasks. This would ensure the employees have a good balance development and allow the employees to have one of the best career advancements in the firm itself. The performance of the employees can be managed effectively as this would ensure the generation of the best results over time. The brand would be able to derive better results over time. The performance of the employees can be looked at properly and this has a tendency to provide the brand with some of the best chances for operations and activities over the course of time. The brand would be able to develop one of the best human resource plans for the development of the employees and the growth of the brand would be significant.



[bookmark: _GoBack]Strategies that can help an organisation improve its talent management strategies
From the perspective of Narayanan et al. (2019), talent management can be effectively placed in the brand with the use of the best strategies and options over the course of time. The brand would need to hire the right person for the right tasks. The smaller approaches would ensure the brand has the best placement of talent management for the growth of the brand in the desired market. The brand would need to have one of the best plans developed for the brand to experience the best growth and development. The brand would need to consider the needs of the employees and look into account for the high employee turnover and the finances for the development of the plans. The brand must consider the skills and knowledge the employees must have to join the firm. As the selection process begins, the brand would need to judge the employees based on their skills. The brand needs to have one of the best selection processes. The right person must be awarded the best package as this would be one of the main reasons for the employee to be attracted to the company.
As mentioned by Harsch and Festing (2020), once the offer had been provided to the employees the brand would need to rely on the use of the best ideas and concepts. The development of the employees and the perfection of their skills would be one of the major processes. The newly recruited personality must be provided with one of the best options for growth and development. The brand with the active involvement of the human resource professional must be made aware that the brand would have the best operations over the course of time. The brand would need to look upon the development of the employees as this would entitle the brand to have a proper epoch of results over the course of time. 
As addressed by King et al. (2019), the next phase would be ensuring the employees are being retained with the use of the best ideas and information. The employer must provide the employees with the best opportunities and chances for growth. The wider perspective would need to be looked upon by the brand to gain positive options to motivate the employees to stick to the brand as the best rate of growth opportunities would be provided with the brand. The employees can be provided with one of the best options for growth and development, the brand would need to provide the employees with the proper compensation and added benefits to retain the best employees and ensure the best opportunities and challenging tasks are being provided to the employees. The feedback of the employees must be heard and noticed and proper actions must be used by the brand to have the best performance over the course of time. The brand must judge the performance of the employees to have the proper ideas regarding the retention or the removal of the employees.
As per  Pandita and Ray (2018), the brand can act upon the use of rewards to have the employees have the best performance and productivity over time. With the use of the best hypotheses, the brand could attain new and better enactment such as rewarding the employees with the best compensation and allowances would motivate the employees. This would ensure the proper highlight over talent management.  The brand can provide employees with better career paths to retain the best employees. All these strategies could be effectively used by the brand by hiring the right person for the best performance. This would entitle the brand to attain the best rendition of growth and expansion of the brand. The brand must provide the employees with an inclusive and approachable working environment as this would ensure the skills and talent of the employees to be in the continuous development phase. The growth of the brand can be related to the use of the best ideas for the retainment of the employee. The provision of the growth of the employees along with the hornet cultivation path being provided will ensure the growth of the employees and help in the promotion of better retention of the employees.
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Findings and results
As for the research, the survey would be used to generate the best results so that the research has the best generation of information. The qualitative and quantitative policies would ensure the result to execute one of the best impacts on the performance of the brand. Survey has been one of the major concepts for the collection of data and information for the research to be completed.
1. Has the brand Thirdway Group UK provided you with options for growth and development?

	Questions
	Agree
	Neutral
	Disagree

	Has the brand Thirdway Group UK provided you with options for growth and development?
	20
	5
	0


Table 2: Has the brand Thirdway Group UK provided you with options for growth and development?
Source: (Created by the learner)
[image: ]
Chart 2: brand Thirdway Group UK provided you with options for growth and development
Source: (Created by the learner)
2. Have you experienced the high employee turnover rate while working in the brand?

	Questions
	Agree
	Neutral
	Disagree

	Have you experienced the high employee turnover rate while working in the brand?
	5
	5
	15


Table 3: Have you experienced the high employee turnover rate while working in the brand?
Source: (Created by the learner)
[image: ]
Chart 3: The high employee turnover rate while working in the brand
Source: (Created by the learner)


3. Do you feel that the brand has a diverse and inclusive working culture?
	Questions
	Agree
	Neutral
	Disagree

	Have you experienced the high employee turnover rate while working in the brand?
	15
	5
	5


Table 4: The brand has a diverse and inclusive working culture
Source: (Created by the learner)
[image: ]
Chart 4: Do you feel that the brand has a diverse and inclusive working culture?
Source: (Created by the learner)


4. Do you think working in Thirdway Group UK, would provide a better option for growth in career development?
	Questions
	Agree
	Neutral
	Disagree

	Do you think working in Thirdway Group UK, would provide a better option for growth in career development?
	10
	5
	10


Table 5: Do you think working in Thirdway Group UK, would provide a better option for growth in career development?
Source: (Created by the learner)
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Chart 5: Do you think working in Thirdway Group UK, would provide a better option for growth in career development?
Source: (Created by the learner)

5. Has the upper level management in the firm always been responsive to the feedback of the lower level management and employees?
	Questions
	Agree
	Neutral
	Disagree

	Has the upper level management in the firm always been responsive to the feedback of the lower level management and employees?
	5
	0
	20


Table 6: Has the upper level management in the firm always been responsive to the feedback of the lower level management and employees?
Source: (Created by the learner)
[image: ]
Chart 6: Has the upper level management in the firm always been responsive to the feedback of the lower level management and employees?
Source: (Created by the learner)



6. Do you feel the brand has the potential to develop one of the best cultures and promote the growth of the employees?
	Questions
	Agree
	Neutral
	Disagree

	Do you feel the brand has the potential to develop one of the best cultures and promote the growth of the employees?
	20
	5
	0


Table 7: Do you feel the brand has the potential to develop one of the best cultures and promote the growth of the employees?
Source: (Created by the learner)
[image: ]
Chart 7: Do you feel the brand has the potential to develop one of the best cultures and promote the growth of the employees?
Source: (Created by the learner)

Results
It can be clearly identified that the research would have a better impact on the brand to revalue their changes and have a proper analysis of all their operations and activities as this would have a major impact. As the results of the brand survey indicate that the employees in the brand have not been provided with one of the best working places. The survey also indicates that the employees have not been provided with one of the best learning and working cultures. The demands of the employees have not been analysed or taken into proper consideration. The circulation of the feedback can be seen to be at the lowest rate as this could have a direct impact on the performance and productivity of the employees. The brand has not been able to manage the talent of the employees. The employees have been seeking career development in the brand itself and the brand has not been able to fulfil the demands of the employees. Thirdway Group needs to step up a little and have proper consideration of the aims and objectives regarding the employee retention methods. 
75 per cent of the employees can be seen seeking growth and development and the brand has failed to provide. 73.33 per cent of the employees have been seeking the use of the best policies that would ensure the employees have proper growth and development. This indicates the employees have been direly waiting for the brand to have internal reform to provide the employees with better growth and development. In the recent generation, the brand would need to take rapid actions as this would promote the capacity of the brand and attain the best talent management policies. The brand needs to have proper changes as the brand has been gaining one of the highest rates of turnover which could harm the performance of the brand.
Recommendations 
The research could have been much better with the use of the best ideas and approaches. The research and the brand could have adopted some of the changes. As for the research some of the best adoptions and ideas would be highlighted for the generation of the best results:
· The researcher would have applied the use of the interview to collect the information and data directly from the source. This has the tendency to generate higher and more easily comparable data with the survey ensuring the generation of high-quality data.
· The researcher could have involved more participants in the collection of the data with the help of the survey. A higher number of participants would ensure the results to be of higher and better standards
· The researcher could have put more effort into the formation of the research methodology as this ensures the researcher has more focus on the generation of the plans and approaches for the collection of the data and information.
As for the brand, the use of the simplistic approach could ensure to have the brand has proper dealing with the talent management would provide and generate the brand with one of the best results being generated:
· The brand would need to understand and ensure to treat the employees like the valuable assets that would ensure in the generation of the best revenue generation for the brand.
· The human resource management team must be reformed in the brand as the human resource has been inflicting the brand with the lowest chance for development. The budget in human resource management must be reformed as this would ensure the brand has well-designed growth over time.
· The talent management programs must be induced in the brand as the requirement for the change can be seen to be at the highest rate in terms of the business administration.
Conclusion
The above study idealises the use of the best ideas to highlight the necessity for the brand to have engagement in the proper activities. The proper activities can be seen to be a necessity for the brand as the use of the research study indicates the brand needs to have proper structure reformed in the internal processes of the brand over the course of time. The researcher has aimed to visualise the need for the best internal processes. This indicates the brand top has one of the best rates of change being induced to have the employee-employer engagement be of a higher standard. Talent management can be considered to be a crucial part of the brand as the Small and Medium-sized enterprises would have a proper rate of growth and development. 
Further research
The brand would have a limited financial status and effective use of the brand management would ensure the best result being generated. The brand would have and enjoy the best rate of growth as the brand and the employee has one of the best synchronisations. The proper use of the activities would ensure the ideas and the innovation in the brand gain perfection over time. SMEs need to be highly reliable in the employees as employees can be considered to be one of the major keys that ensure the brand enjoys better growth over time. The proper talent management activities must be used by the brand as this would ensure the generation of the proper and systematic results.
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