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[bookmark: _Toc112769928]INTRODUCTION
Talent management is a major problem at a workplace because any organization is majorly dependent on managing talent through planning the resources effectively that increases the value in a business but when there is ineffectiveness in the talent management process the organization suffers through the decline of productivity and profitability. This report discusses the issue of talent management at the work. The scope and impacts managing of talent have on the organization have also been discussed. The report analyzes the problem with ineffective talent management and solutions that can be implemented to achieve the proper resolution of these solutions for good.
[bookmark: _Toc112769929]TALENT MANAGEMENT AT WORKPLACE
Human resources are very important for working of any organization and managing them effectively is important to the organizational success. The department plays an important role in the management of the employee through relation management, acquisition of the talent, process of on boarding etc. Talent management at workplace is the process of constant stages                                                that involve the attraction and retention of talent by development of their skills and providing them a continuous motivation for improvement of the performance (Jimoh, and Kee, 2022). Talent management basically work on the motivation of the workforce for making the employees stay a longer within the company. 
[bookmark: _Toc112769930]Scope
The scope of talent management is attraction of potential employees, develop them as per the need of the company, and motivate them for enhancement of their performance and retain the employees with high potential by providing monetary benefits and other appraisals to fulfill their needs (Meng, and Berger, 2018). 
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Talent management is important for the purpose of formulation of strategies in context to the business to manage the people within the organization. It helps in the preparation of the organization’s workforce that is ready for the future growth of the organization (Poisat, Mey, and Sharp, 2018). Management of talent improves the productivity of the team which finally improves the overall productivity. The impacts of talent management are on improvement in the experience of the employees which affects the satisfaction of the client and also impact on the ROI. 
[bookmark: _Toc112769932]Problems in management of talent
Lack of Time: The process of recruiting a suitable candidate for the organization is very tough, because managers responsible for hiring are very busy and they don’t have enough time to check the candidates information in detail in a same manner top talent is also engaged in some work or other once rejected from one source they are likely to go to another source and this cause a loss to the company (Anlesinya, and Amponsah-Tawiah, 2020). Time insufficiency causes a loss in the top talent as candidates choose alternative options fit for them. For better managing the talent being transparent with the process of recruitment and the processes of company is important for ensuring that the candidates have a positive value in their mind about the company. 
Poor tracking of the applicant: Poor tracking also causes a problem in efficient talent management as it puts the organization into a situation of a competitive disadvantage. This disadvantage occurs to inability of the organization to generate a diverse pool of the applicants. For the management to be in competitive position it must include a applicant tracking system that is state of art and enable in the process of streamlining the construction of an pipeline for talent which is effective.
Unsuitable process of screening: Screening for recruitment of candidates is a process that slows down the overall process of hiring. It costs the organization its valuable time, money and an access to the candidate pool that is well qualified. A good screening process must be accurate, time bound and effective (Pandita, and Ray, 2018). Screening process must be streamlined by linking it with professional sites where various candidates mention their academics and certifications which are easily accessible to recruiters. Screening process with applicant tracking also builds the effectiveness in the talent management. 
Failure of effective networking: Networking in an organization is very important for the getting the right talent at right place and right time. With an effective talent management the coordination in the communication of the candidates is possible and with the use of effective networking the communication can be made steady.  
Ineffective Leadership: Talent management is also affected by ineffective leadership as strong leadership acts as guidance to the organization. It provides clarity of views, a vision to move forward. Due to ineffective leadership the guidance is absent the needs of employees and the companies are not realized.
Employee Turnover: Talent management is focused on the development of an employee from the initiation to the closure. It helps in the employees to feel valued in the company, challenges are provided to them, and the satisfaction of the employees is ensured. High turnover of employees happen when the employees feel stuck within their jobs, let it be pay wise, or growth wise (Maurya, and Agarwal, 2018). 
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The talent management can be done by recruiters for effective solutions by tackling challenges such as:
Smart Hiring Strategies: The recruiter can find the best candidates by using smart tools for short listing relevant talent for the job roles. They can go through the job expectations and then make suitable recruitment this will help in hiring of candidates that is best suited for the job role, and it will also provide satisfaction to the candidate as they will be hired for the suitable position and this will provide job satisfaction.
Technological Experience: With efficient tracking of the applicant through various digital tools the employers can ensure that they get to pick from a suitable pool of candidates. It is also helpful in speeding up the process of recruiting. With automation the process of screening can be made more convenient as manual screening and sorting from hard copies and emails is not a fast process. 
Effective Leadership: This helps in the improvement of the process utilized in talent management as with effective leadership guidance can be provided which helps in building of individuals who are resilient. Leadership helps in the alignment of the goal of the organization with the employees to make them better suited for organization. It brings effective strategies to make the work culture flexible and agile which helps in talent retention. 
Prevent employee from turnover: The strategy to retain talent can reduce in the turnover of employees. Total environment of work can be developed such that employees thrive in it. Employees share the values of the organization. Employee turnover can also be reduced by hiring smart candidates which will increase the organizations versatility. With job promotions and enrichment of their knowledge these employees can be retained. Retention of talent can be also be done by providing them opportunities to mentor others. Enabling a balance in the life and work also builds flexibility and enables satisfaction among employees (Narayanan, Rajithakumar, and Menon, 2019). 
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The decision for implementing the best solution will be taken by help of the realization of the cost-benefit analysis of the decision. The decision will be prioritized by the ranking of the parameters related with the decisions which show the suitability of that decision (Cascio, and Aguinis, 2018). It will help in narrowing down the options to one choice after consideration of various criteria.
	PARAMETERS
(RANK 1-5)
	COST
1-low 
5-high
	QUALITY
1-low 
5-high
	RESOURCE FEASIBILITY
1-low, 5-high
	TOTAL

	SOLUTIONS
	
	
	
	

	Smart Strategies for Hiring
	5
	5
	3
	13

	Technological Experience
	5
	5
	1
	11

	Effective Leadership
	3
	3
	4
	10

	Prevent turnover of employee
	5
	2
	4
	11



As per the decision matrix table the most suitable solution for managing the talent is bringing best hiring strategies that are provide smart decisions. Secondly management must take necessary step for preventing employees from leaving and by strategic decisions and also bring technology to track the talented candidates.
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	Stages Of Solving The Problem
	Description
	Initiatives
	Duration
	Resources
	Evaluation

	Acquisition 
	Interviewing
	This helps in enabling a selection of skilled, experienced employee.
	Use analytics tool to short list relevant candidate as per job role provide them clear description about job.
	3 months
	Knowledgeable Interview Panel
	Feedback of employee after interview

	
	On boarding
	This helps in the acclimatization of the employees to philosophy of the company.
	Set clear expectations and goals, personalize the process, Provide relevant training
	1 week
	Employee Handbook
	Take feedback from employee regarding the level of comfort in the workplace

	
	Sourcing
	Sourcing improves the quality of candidate being hired.
	Collaborate with successful universities to hire right talent, use professional tools 
	6 months
	LinkedIn
	High performing talent pool

	Performance Management
	Performance Appraisal
	It is helpful in the finding employees’ productivity in the company.
	Communicate with employees, measure their performance
	2 months
	Performance metrics analysis
	Performance improvement of employees

	
	Development planning
	This is important to up skill employees and build their strength.
	Provide training 
	6 month
	External training 
	Growth of employee and improvement in their performance

	
	Feedback
	This helps in reinforcing positive behaviors at work place and also aligns towards goal achievement.
	Conduct bi monthly surveys related to job satisfaction, work culture etc. Adopt open door policy
	Bi monthly
	Communicating face to face
	Acknowledgement by employees positively 

	Training & Development
	Leadership training
	This is helpful in employees to learn new skills and gain knowledge related to their job role for future growth.
	Provide networking opportunities, regular feedback 
	Half Yearly
	Online Course, Attending Conference of industry leader, Socializing
	Providing opportunities to lead and monitor the growth

	
	Career Development
	This helps to increase the employee productivity and also motivates them.
	Provide training, job shadowing, rotation of employee roles
	4 months
	Online Courses, Industry related Training
	Online Test, Feedback from Mangers or higher ups

	
	Coaching
	This encourages the communication, for growth & learning
	Provide Counseling, Mentorship
	Quarterly
	Mentor with Industry Knowledge
	Improvement in performance

	Talent Review
	Assessment
	It gives insight on the performance of the employees and also provides recognition of skill gap.
	Conduct Quarterly Assessment for skill testing
	Annually
	Online skills assessment 
	Monitor progress by alignment of performance with goals

	
	Succession Planning
	It provides identification of high performers and filling of positions with people with right skills.
	Identify critical positions, 
Skills and competencies of employees
	Annually
	Succession development plan
	Successful absorption of employee in the job role they succeeded


[bookmark: _Toc112769936]Communication Hierarchy:
The aim of the task and its objectives will be communicated to various stakeholders to ensure that they become aware about the plan that will be implemented for managing the talent. The executives will be made aware about the process of talent acquisition the initiatives that will be taken and resources that will be utilized will be communicated to the higher ups (Odu, 2019). Once their approval is taken further planning will be followed. Through a proper channel such as presentation and a summary report the stakeholders will be intimated about the process.
[bookmark: _Toc112769937]Monitoring the plan:
The plan will be monitored by firstly identifying the goals of the task and the objectives. It will identify the problem that is to be solved through the process. Various indicators will be defined to track the progress effectively towards the goal achievement (Sparrow, 2019). The indicators will show the initiatives taken by the company and the outcome it generated. Process of evaluating this will be indicated and adopted. Sources that will be utilized for the purpose will be assigned. The further steps regarding roles and related responsibilities will be selected and a presentation for the plan will be illustrated. In the closure the analysis of plan success will be done through a tracking system and success will be measured by the goal alignment and achievement. 
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This report has discussed the issues pertaining in a workplace. The issue of talent management at work has been discussed. The scope and impact of the talent management has been analyzed in this report. This report has also evaluated the importance of managing talent effectively in an organization. The model of McKinsey for talent management has been discussed. The problems in talent management and solutions for effectiveness in application of managing talent have been mentioned in this report. This report has discussed the plan for implementation of the solutions in real time in the organization. Assessment of the plan has been evaluated in this report. 
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