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[bookmark: _Toc63351819]Introduction
Talent management is a perpetual operation, where high-quality workers are recruited and retained, skills are developed and performance constantly inspired. Talent management critical aim is to build an active workforce that remains with the organisation for a long term. Talent management makes staff feel committed, qualified and empowered, improving customer loyalty and business efficiency in order to work towards the corporation's corporate strategy. Talent management is aimed at discovering, hiring and holding people driving the organization's performance. For forward-looking organisations that recognise that their success is dependent on their employee, it is a strategic and high-priority operation. The organization selected for this report is Boots which is one of the top health and beauty retailers in the UK. The management of an organization generally focuses on using different approaches for managing their talented employees in the best possible manner. The report will mainly cover various components of talent management, approaches to diversity management and implications of these approaches on retention strategies of the organization. Certain issues faced by an organization related to talent management will also be discussed in this report. Recommendations for overcoming these problems will be provided after critically analysing different aspects in a proper and well-organised manner. 
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Overview of Talent Management
Talent management is a mechanism that incorporates and consistently creates the correct talents while honouring their organizational goals. Talent management is methodical. Talent management is a continuous activity that hires, maintains and improves its capabilities and is continually encouraged to maximize productivity (McDonnell et al., 2017). The main purpose of talent management is to develop an employee who will remain within the organization over time. Through this technique, Boots company talent holes and roles are established; the appropriate candidates are chosen and embedded (boots-uk.com, 2020). They expanded into a structure, and required skills are developed, competence training is developed and successfully engaged, retained and empowered to achieve long-term corporate objectives (Krishnan and Scullion, 2017). The management of talent pervades all facets of the workplace and ensures that the Boot’s company achieves its goals. It is also a process to do that tracks the correct individuals and allow them to work in Boots.
Talent management is not just a simple human resources term. It also works to hire, handle, develop and retain the most professional and outstanding employees of the industry. Talent management plays a significant role in the strategy because it manages one of the major assets of the Boots & its workers. That is why Boots must aim to manage staff effectively to ensure their abilities and expertise’s are preserved. More than 95% of Boots' sales were still made in the United Kingdom. As BMI and BCM expanded quickly in the 1990s, BTC seemed to have a strong international presence and the chance to prosper internationally in the 21st century (referenceforbusiness.com, 2021). The BWI and BCM achievements seemed also to pave the way for Do It All's and Halford's decommissioning, which did not give a significant amount of synergy to the other companies. However, it can be said that Boot's health care, retail and growth activities have a very promising future. The strategic acquisition of talents allows Boots to recruit the most qualified employees (boots-uk.com, 2020). It generates and helps boost the profitability and efficiency of the Boots Company. It also builds an identity for employers that can draw potential talents.
Talent management Components
The talent management method requires components that a Boots company needs to strive to win are as follows-
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Source- McDonnell et al., 2017
· Strategic Employee Planning
A business is primarily concerned with the strategic employer or staff planning. By using different aspects of TM, top management of organization is identifying their Boots company priorities and will able to see which employee can better meet the perfect targets for different roles. The strategic personnel’s training of different organizations varies according to their needs (McDonnell et al., 2017). Talents within the workforce are seldom addressed enough. 
· Talent acquisition and retention
Talent management will have several positions which require professional attention in the preparation of Boots strategic staff training. The evolution and retention of talent in this situation is different from the workflow. New talent in Boots organization is relevant, but so that they know about to develop in-house talent in the meantime. Recruitment is an incentive for the role, as talent choice is the way experts are chosen. 
· Performance management
This method is important for the effective execution of a business. It calls for direct communication between managers and employees. Boots Employees are responsible for tracking and seeing how they accomplish their duties. Every worker should be trustworthy and work to make things work at the right pace. Goals of talent management can be achieved if the management processes and supports daily report to work efficiently. Performance management focuses on matching the correct person to the correct mission. The overall goal is to ensure that business plan complements commitments to achieve objectives. It allows them to align their work, create success targets, promote their development and promote the company with their skilled employee.
· Learning and Motivating
Talent management is becoming more critical here than teaching for learning. Learning is information and know-how, which provides knowledge and experience. Implement training programs with gatherings and tasks supporting the company's culture and activities. As employees see how their growth affects businesses, they see how valuable they are.
· Compensations
If they respect their efforts, they won't let their employees go unrewarded. BOOTS deserve something else when they achieve their goals and help develop the company. Through doing so they also let them know that they recognize their efforts and do not ignore anything. In certain cases where employees cannot meet their targets in a timely manner, bonuses should be paid in advance. They will see the magic at work if workers know there are rewards for achieving goals.
· Career Development
That is related to the talent retention aspect and the notion that hiring from within the organization is not just a preference. Provide opportunities for professional advancement and promote their career (Collings, et. al., 2019).
· Succession Planning
The preparation of succession is a technique which translations a position of leadership into an employee or a staff group often a Boots company's keeping. Often referred to as replacement preparedness, it ensures that businesses work properly after new opportunities, departure or transfer from a large organization to its main workers. 
[bookmark: _Toc63351821]CIPD in Talent Management
CIPD stand for Chartered Institute of Personnel and Development, although it is typically called the CIPD. The business stands for better jobs & working lives by identifying authoritative and unbiased strategies. Its mission and analysis is to create a future that will promote working practices which promote employee growth and value (CIPD Profession Map, 2019). Talent management is an integral management practice for all companies, regardless of size or industry. Talent management includes career and development, human resource planning, succession plans and talent pools (CIPD, 2019).
[bookmark: _Toc63351822]Implications of Exclusive or Inclusive Approaches on Diversity Management & Flexible Working Initiatives
Talent management is commonly viewed as a unique activity focused on cultivating a limited number of high-performance and high-potential workers. If the maintenance of talent is not characterized as an exclusive, characteristically strategic mechanism for managing human capital, nothing appears to set it apart from the functioning of the Boots organization. Inclusive viewpoints, expertise is often merely synonymous with staff, so that talent refers to individuals and therefore assumes a different significance rather than corresponds to strong representation (Vaiman, et. al., 2012). The operational consequences of a fully integrated talent plan are taken into account. Two 'inclusive' meanings need to be taken into account. Firstly, everybody can join the Talent Scheme: constructive steps will be taken to equate the potential of vulnerable or overrepresented communities across a variety of backgrounds. The way talent is defined has consequences for this strategy. For instance, separate evaluation processes may be required in order to determine the current capacity of an individual and future potential, beyond routine performance evaluations. While these measures include giving all workers the ability to exhibit their skills, this path towards inclusion eventually leads to certain talent initiatives, when the majority of businesses are removed from the final version. 
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Source- Schiemann,  2014
Even so, everybody is considered to have something of a potential and should have access to facilities that grow their talent. Inclusive talent processes vary from human resources management by concentrating on the minority and not all staff, by focusing not the variety of human resources management operations on personal and career growth and by focusing only on the individuals for as long as Four as they are in a talented employee. The qualified staff can exist only in connection with others within large organisations, so inclusive talent management is challenging as not all workers can be cast as a star (Schiemann,  2014).
Inclusion is a way to draw on the diversity and to establish a sense of belonging in an organisation for everyone. It means developing a working culture that appreciates, supports and welcomes workers. By working together towards diversity and inclusion, they enhance the employee work experience. An inclusive and diversified community provides workers with a sense of belonging. If workers feel linked to work becoming more, individuals continue to be more and more knowledgeable with higher efficiency. 
They're more interested when workers feel included. Teaching the leaders to appreciate their teammates' particular advantages and to recognise workers for their excellent performances will mitigate the problem and create a more welcoming workplace. It is also necessary for all workers, in order to create a genuinely inclusive approach, to remember each other. 
Business seems to have a much higher probability of a more varied community of fresh ideas. Even the most creative firms, calculated in terms of their income mix were migration, business, career path, gender, employment and age. Each of the six diversity dimensions was linked to innovation, but manufacturing, the nation of origin and ethnicity had even more effects on the income of businesses (Oladapo, 2014). Various teams are now able to help define products and services that suit new customer models' needs. In addition, several different workers have experienced huge adversities in their lives. Different workers were obliged to enhance their abilities and develop outstanding problem-solving skills. 
Extra miles go for the Boots Company for extremely dedicated workers. This increased commitment has a profitable, equipment-based and sustaining impact. Workers in inclusive jobs often tend to have improved physical and mental wellbeing and take less time off to deal with health problems. They will instil stronger relationships between workers and leaders in a huge problem on leadership positions through the creation of an integrated working climate.
Diversity and inclusion are good for the mental health of our workers, but they are also good for the company. Various workers carry a wide variety of skills and understanding to the table, which means they also take a different look at life. This different outlook will provide new ways of addressing issues or resolving problems. Also in jobs, the amount of working employees is higher, contributing directly to better results in employment. The development of an inclusive approach affects all employees positively, whether they belong to minority groups or not. However, diversity and inclusion are not just at work (Thunnissen, et. al., 2013). They carefully think and prepare carefully so that both top management and employees can stress and understand the principles at all stages. And it helps everybody when workers accept and nurture this kind of workplace. 
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Talent Management approaches for Technical team
Provide Development opportunities is the best approach of talent management for the technical team which will be used by Boots company for better growth and success in the business market. Boots company will ensure that employers are still prepared to develop their careers for their current workforce. This can be easy as a two-day course on something new that can assist with everyday labour and management programs, which can provide valuable knowledge, experience and resources for professionals at the entry-level. Staff should expand their experience, expertise and skills and use their skills to overcome new problems with growth and developing opportunities. The ability to learn new skills and experiences can increase employee morale standards and work satisfaction and improve workers' productivity in coping with stress. This would improve organizational efficiency and enhance the company's quality of work and help the organization attract and retain employees of high quality (Tafti, et. al., 2017).
Advanced preparation can be included in certificates, workshops and individual courses. The Boots organization will give a course in data science to interested parties who want to move their analytical skills to the next level. Again, by using existing employees with those already mastered technology skills, they can host their training. 
Technical know-how is essential to Boots company for a number of reasons. Every day Boots employees rely on many resources and processes regardless of the area in which they work. Boots company employees must have the requisite technical skills to perform their job effectively. The skills that they need to teach their workers to support happier employees, which means greater productivity. This gives the business a strategic edge over others. For Boots workers to do so, they need a professional training. By encouraging learning, skills and personal growth, the employees are more productive and active (Khoreva, et. al., 2017). 
Talent Management approaches for Administration team
The best management skills used for improved business growth and efficiency by the company's management team are effective rewards. In order to hire good talent, the wage rates must be excellent by the Boots company. They don't have to be thousands higher than their competition, but their reputation should be a good, well-compensated business. Good health benefits and secondary benefits also promote talent growth and retention. 
The whole business strategy is followed by an appropriate compensation program. Yet their team doesn't know where they want to go. In an efficient compensation system, the employees will be directed to their target. They are encouraged to help in achieving the goals of Boots business. Employees are encouraged to implement policies which support the organization as a competitive incentive plan. Consequently, markets are changing and frequent compensation audits are necessary if wage ranges to reflect existing payment patterns in a particular sector. The goal is to assess the productivity and demands of the external market in carrying out an audit. Set wage rates such that pay is equivalent to other firms for employees (Gupta, 2019). Benchmarking and the development of a pay structure such as employment in the same sector are important to keep them competitive. Salaries in a given geographical area could be internally developed through research to calculate average salaries. Smaller businesses also pay a supplier for wage generation, while larger groups may have HR money for internal studies. It is, however, essential that we evaluate all employees and determine what is done, how it is organized and how the pay is consistent with all job descriptions.
Some businesses use wages in addition to their wages in order to hire and retain employees. Their goal is to compete with well-being, retirement, tuition fees and other benefits, as it can be a definitive factor for an employee who wishes or wants to leave with a Boots company. It is critical to provide a structured performance management process to ensure that employees meet Boots organizational objectives and are regularly assessed (De Boeck, et. al., 2018). Develop the annual assessment schedule, a pay audit and a process timeline and ensure that all aspects of compensation are accountable. Finally, the creation of the environment in which employee performance has been respected and benefits and a strong culture of Boots employee engagement have been created would be focused on an extensive compensation package. Boots Organizations are as successful as the approach to hiring the right employees, setting specific priorities, managing results, and appreciating and rewarding their hard work staff.
The two groups are very much different from one another because their goals, objectives and targets differ. But of the groups can enable organization in handling complicated work with less errors and mistake. 
[bookmark: _Toc63351824]Implications the approach Inclusive may have on retention strategies and succession planning of these staff groups
Development of inclusive working environments means cultivating an atmosphere in which workers feel relaxed and do their best. A comprehensive atmosphere was built that made her feel relaxed in the community. Boots Company is increasing creativity, rethinking firm thinking and enhancing financial results. Only when leaders and workers have a sense of inclusion which is defined as the degree to which a person feels accepted by their authentic self at work, can organisations fully maximise the prospects of a diverse workforce. Operate that the perception of inclusion of individuals is shaped by their interactions with the organisation, the leaders and colleagues of the company or the team. Many workers found the inclusiveness of companies during their career choices (Minbaeva and Collings, 2013). An inclusive setting where workers feel strong positive ties that make for improved success is a key factor for employees in their career planning. Too little effort has been made by organisations to create a new and supportive framework. Succession planning is a technique to transition a management role to a group of workers often in the ownership of a corporation. Often recognized as substitution preparation, it ensures that companies continue to operate properly after the most significant individuals in a company transition into new opportunities. 
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Source- Urbancova and Vnouckova, 2015
Leadership is far more than just a boost to public relations or morality. Executive teams give companies crucial opportunities, with diverse backgrounds, experiences and management styles. Every company can benefit from and convey to inspire the next generation of workers, thus ensuring smooth movement of talents within the Boots organisation, the principles of defining key employment skills, expertise, social relationships and organisational practises. For smaller companies with fewer resources available for knowledge and formal, standardised employee growth, succession schemes may be of great benefit. Due to its broad reach and transparent method, succession planning will put together the company's needs and priorities.
An open organisation, which can reduce obstacles to cross-functional learning, can be planned. Applicants can be perceived outside immediate vacancy in the light of future roles. New workers can learn the culture of the business from the beginning by assimilating. When these systems are secured, the business may define key roles ideally suited to succession planning on the basis of strategic goals. Succession preparation can be guided in two main ways: by place or by a person. Mostly the potential lies in a person who has several skills that are useful in a variety of positions. Often, certain positions serve as an effective basis for training potential roles. In each situation, a single employee is chosen to make change convenient (Urbancova and Vnouckova, 2015). The planning of succession plans includes an understanding of the principles of work design. Understanding the basic characteristics of a specific role, helps the programme planner to see how the success of a current employee in one job is linked to the ability to succeed in the next job. Proper plans related to succession planning of Boots company can also be made after considering these factors- 
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Source- Anwar, et. al., 2014
Effectiveness- Long and short term plans can be made by the organization for attaining the goals effectively. For ensuring proper effectiveness, the company can aim at critically analysing the current as well as the past situation. This will reduce the chances of mismanagement in a systematic and well-organised manner. Innovative plans can also be made for sustaining in the market for a longer period of time. This will directly enable the company in achieving competitive advantage effectively. 
Cost- This is another important factor that can be taken into consideration by Boots organization. Tactics can be made by the organization for making the best and effective use of available financial resources. This will directly reduce the chances of high losses and mismanagement. With the help of such factor, Boots will be able to set a proper framework for the future course of action. It will provide guidance to the organization for achieving any complicated targets with fewer errors and mistakes (Anwar, et. al., 2014). 
Equality- Company can also aim at forming and implementing plans for ensuring equality in a less period (CIPD, 2019). With the help of an inclusive approach, Boots can easily aim at providing equal opportunities to each and every employee working in the organization. By doing this, chances of employee retention can be directly reduced and goals can also be attained in a certain period. 
Ethics and the legal implications of current practice are also quite essential for the organization (CIPD, 2019). With the help of such factor, Boots organization will be able to conduct business operations in an ethical and well-organised manner. 
The top management of Boots company can also aim at setting different exclusive approaches for handling the work. These include- employees can be involved in the decision making process, latest technology can be used and leaders can be appointed, so that any complicated work is completed in certain period of time. 
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The systemic appeal, appreciation, development, engagement, retention and deployment of individuals who value an organization are management of talent because they are either of their future's 'high potential'. There were some issues with the Boots organisation talent management which are as follows-

· Encouraging passion
Talented individuals want to work for an organization and their values, conduct and ambitions. They generally don't work but they play well and can meet job demands. This may not be normal for the average employee, and this may be a dangerous expectation, it is simply not sufficient to attract real talent. Highly qualified men feel they are stronger and want to work with (or vice versa) the business and do something about it. It has been shown that Boot's organizations and their senior managers cannot satisfy or meet their employee standards and desires of right talent which is its biggest challenges and issue (Meyers, et. al., 2020). 
· Challenging Locations
Increasingly globalizing and moving people into different and largely unknown locations of Boots company are foreign talent management groups posing the question of how people can deploy and develop in a difficult place. A summary of variables that can adversely affect employees and their families need to be identified and prepared. Boots Organizations have to recognise potential challenges, risks and threats within a local cultural context. 
· Employee turnover
Talent management's mission is to build an employee from start to finish. The value, sophistication and fulfilment of employees can be enhanced. Without successful talent management, a Boots organization would experience high turnover rates for employees. When an employee feels his job is fantastic and compensation is not increasing, high turnover rates for workers occur. When management or senior staff leave the Boot's company, it is extremely difficult. The company needs to find replacements fast as, without managers, the talent management process could fail (Sheehan, et. al., 2018).
· Return on Investment
This raises the issue of Boots investment return for an international management strategy for mobility talent. Results of the survey show that businesses still need to accept cost assessments of assignments effectively. Although before transition the cost-benefit assessments are usually conducted, task success indicators frequently fail to determine the magnitude of the Boot’s organizational goals and the added value that the expatriate has achieved. It takes time to build a new culture if the employee is deployed abroad. An expatriate takes time to increase its pre-assignment amount, which means that an additional assignment value cannot be as high as anticipated. The performance management appraisal therefore does not represent employees' real ability. When Boot’s businesses transition to shorter work, the effect of a cultural shock on their output decreases the proportion of work for which the employee is responsible. One way of resolving investment costs and return would be to focus expenditure on the core activities of the Business Sector, which plays a key role in corporate success by utilizing capital and know-how. Therefore, money invested in international mobility is the main profit for businesses (Khilji and Schuler, 2017).
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The COVID-19 crisis now speeds up current talent management trends in the business world. Through their work in five such fields, Boot’s will create a strong and sustainable talent management strategy for better growth and success of business after the pandemic are as follows-
· Scan and recruit the best applicants- Efficient and effective recruitment in the boot company remains important for greater performance and development in the competitive environment. On the basis of an increased understanding of their abilities and how they associate themselves with jobs, the organisation of Boot should analyze tools to assist people in connection with employment (Collings, et. al., 2019).
· Learning and growth- In order to help close capability gaps in the big personnel transactions accelerated by the COVID-19 crisis, the boot organization have the influence and critical positions of strength to take into consideration. Applications for three economic-effective categories: digital broadband education in key skills, skills focused on changing employment and leadership growth, and a wider post-pandemic learning and development agenda.
· Oversight and rewarding results- The crisis is gradually shifting in terms of management and awards outcomes. When it depends on performance management to provide feedback from remote workers, the goals and performance plans have a huge effect. The Boots’ business should To promote effective management of results are as follows- 
· Transparently align employee goals and ensure a strong element of flexibility with company objectives.
· Investment in managers' coaching abilities.
· Keep high and low levels of performance and celebrate the broad range of good performance.
· Improve the employees' experience- The fluctuation between work and remote work makes employee experience even more significant. The business must assist in developing job standards that facilitate the engagement and inclusion of all employees. The solution would concentrate on the need for skills, the most important roles, and the degree of co-operation excellence necessary in Boot’s organization. The Boot HR departments should also evaluate how empirical approaches are to be implemented, from social network studies to listening tools like mobile text networks, to understand and promote collaboration and participation ((boots-uk.com, 2020). 
· Workforce optimization planning and strategy- The required talent could also change as a result of changes in value growth in the world after COVID-19. The organization Boot now has more time to train people to work together. These instruments are becoming increasingly necessary to overcome the Boot's organization's future challenges.


[bookmark: _Toc63351827]Conclusion
The above report concluded that the management of talents was considered for more than a decade, and the terms were long explored by practitioners and scholars. They divided talent management methods, including and exclusively, into two major categories. TM should concentrate on high value-added workers that are hard to replace. The first is to rebrand the management system for human resources, and the second is to deal with professional employees and work in the high-quality business. There is a strong need for further study not only to clearly explain the management of talents and their placement in theoretical terms but also to show the importance of talent management in empirical studies, to assess its scientific validity and its management application. Talent management is just one method for generating and maintaining such resources through its human capital. With this in mind, at the corporate level and not based on individual workers, the author clearly describes the focus on talent acquisition. Such a talent system may be the cause of sustainable competitive advantage in the current situation. The viewpoint focuses on the role of talent management in the development of a healthy corporate culture in an enterprise that more consciously takes employees into account. This viewpoint extends the application and the functionality of talent management to include a new dimension, in addition to being consistent with others.
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The basis of talent management is good leadership in the business. In developing and retaining workers, supervisors and other top employees are critical. If leadership in the organisation is unsuccessful, workers will not be driven in the growth of their talents. Some different recommendations and suggestions can be provided to the management of Boots for overcoming the issues related to talent management (Cerdin and Brewster, 2014). With the help of these recommendations, the company will be able to achieve their goals in an effective manner. Suggestions for resolving the issues of talent management are mentioned below- 
Build diverse talent pools- Extend the use of analysis to recognise the potential of talent flow, reconsider the production of talent through means of innovative sources and the coordination of skills and prepare for every day by experience-based growth activities centred on different population forces and evolving skills. Opportunities for career growth can also result in higher turnover rates. Employees who believe there is no chance to promote or advance themselves are more likely to think about leaving their current for a more prestigious job. In order to improve business performance, organisations need to meet their employees' objectives. 
New work equation- Identify 'one size fits one' and create a culture of growth that encourages versatility, creation and autonomy. One key component of talent management is to ensure that organizationprovide the workforce with ample chances to learn and develop within the business. This allows them to maintain their skills and contributes to a very competent and happy team (Kim and McLean, 2012). When new skills are required in the company, training current workers may be advantageous, rather than recruiting a new employee. Everybody knows at some point that they are microsupported and they can be irritating. Focus on the performance of the workers instead of their methods and how these results are obtained. 
Simplify talent processes- In order to eliminate duplication, automate and improve service delivery, question current talent management processes and technologies. Design career structures that balance the organization's succession needs with the individual's needs for career direction and pace. Providing workers with flexibility and autonomy would make them feel appreciated, supported and increase satisfaction in their jobs. If the company in Boots are satisfied than organizations efficiency will be directly increased. 
Redefine the value of HR- Re-evaluate how HR processes, operational costs, and expertise in the workforce are deliverable; invest in HR capacity building and assume a critical role for managers and leaders in cultivating and sponsoring a talented environment. Arrogance is a dilemma that may emerge from outstanding talent. This can trigger a range of antisocial behavioural features that the company does not welcome (Saddozai, et. al., 2017). Excessive stress may build for the victims and should not be accepted by negative attitudes of co-workers. The most important aspect of talent management is to ensure that their employees have a good, optimistic and safe working atmosphere. Working to sustain this atmosphere will ensure that the talent stays dedicated to the company, satisfied, efficient and loyal. Not only can the workers benefit from a safe atmosphere, but also company achievement. 
While these goals are common across organisations and continents, workers and employers are perceived differently. Over the last few years, companies have made substantial investments in HR technology, enabling HR to concentrate on playing a more significant position. It is now time to upgrade HR, particularly in fields like the analysis and the design thinking, to give this value to the company. In a time of growing skills shortages, companies face a global, diverse workforce, forcing them to rethink their talent networks. Employees are often forced to ensure that they and their supervisors provide well. They would not hesitate to talk about the situation if they believe their compensation is not fair (Cascio and Boudreau, 2016). In a comprehensive study, workers suggested that their overall job fulfilment is primarily affected by salary. Both people and companies can benefit from a safe work climate. The structure, ethos, and objectives of the company must be the pillars of effective talent management. By shifting the way of thinking and handling talent management, they can achieve an innovative workforce.
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