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[bookmark: _otbq58lzds3p]Introduction
In a business organisation, it is important to have a higher amount of talented people. As those people will allow making the business organisation as an effective workplace. Also, the business will be able to have a better market share by getting better talent in it. In this report, a case study on Primark will be focused on. The selected case study for the report is “Improving the talent management process in Primark to determine talented employees in the organisation”. Primark is one of the UK-based fashion retail companies that used to sell a variety of men’s and women’s fashion clothing. Alongside the business is active in developing and selling kids’ clothing (Arriaga, 2020). To work on the case study the report will examine the development vehicles like numerous tools and techniques that are used by Primark in their organisation. Also, the report will evaluate those vehicles as it is important or not. Moreover, the report will develop a personal development plan for Primark. So, that plan can help the organisation for improving the development that is targeted by the organisation.
[bookmark: _t1t7nkwnho2]Evaluating development vehicles in Primark
In Primark, the talent management process is needed to be developed. It mainly needed to be developed due to facing a lack of performance in the organisation (Bompani, 2018). So, in the organisation, “Primark” various processes are followed. Some of the major processes followed by the business of Primark are developed by the human resource management department of the organisation. Those processes are discussed below:
[bookmark: _wm1egimq0bry]Training
In the case of developing the process of talent management, the policy of training is effective. Because training methods can help the organisation to develop the working performance of each of the individual employees in the organisation (Ross, 2018). In Primark, the HRM department in the organisation used to follow the process of better training methods. That allowed to improve individual employees to become effective and the process of training allows to identify the talent of those employees. In terms of training ADDIE model is followed by the HRM of Primark (Bamrara, 2018). Areas that are focused on by the model are shared here:
Analyse: Human resource management of Primark use to identify the problem of the employees during the time of training. Like the department found some problems in the area of communication among some of the employees. Those employees will be targeted so that based on that area department can do something necessary.
Design: In the segment of design the HRM department will develop the design based on which the training leader will work. In Primark, a similar step is followed. The design will allow setting some communication development session that helps the staff that has a problem in effective communication.
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Figure 1: ADDIE model of training.
Source: (Gonzalez, 2022).
Develop: It is the third phase in terms of the ADDIE model of training. In Primark, the HRM department before implementing their designed strategy in the training, they use to follow a better development policy. That become helpful to make in terms of identifying the talent among the training staff.
Implement: After developing the best approach, a better implementation policy is maintained. In Primark for developing the area of implementation, the department of HRM can improve the rate of applying policy. After better implementation the training process becomes effective.
Evaluate: In the stage of evaluating, Primark’s HRM used to identify the best result for their trained employees (Gonzalez, 2022). That helps in developing the idea of the organisation that which employees some talented skills that can help the business of Primark.
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Job rotations
In terms of developing the talent management process in the organisation of Primark, the method of job rotations is followed. It is one of the effective processes in the case of identifying the talent in the organisation (Boyi, 2021). Also, the process is more cost-effective than other processes followed for talent identification. Three types of job rotations are maintained in Primark for determining talent management. Those are discussed below: 
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Figure 2: Types of job rotation.
Source: (Jeon, 2018).
Task-based: In Primark, task-based job rotation is followed in all their stores around the world. For instance, the company used to rotate the employees of quality control to storing department. It is completed by the performance of the HRM department of Primark. For that reason, the company sometimes found out that the task rotated employees performed better in the business organisation. That is helpful in the area of developing performance.
Geography-based: In the business organisation of Primark, the jobs of the employees also rotated based on geography (Lahiff, 2017). A certain type of rotation is not effective in terms of identifying the talent of the employees. The rotation is maintained in the case of demand and for the benefit of the employees.
Position-based: The employees in Primark are rotated in the organisation with the help of human resource management. Like, employees are promoted to higher posts in the organisation. Position-based job rotation is followed in Primark’s HRM by focusing on some definite talents that are available to those employees.
These job rotations become helpful to identify the talent in the business of Primark.
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[bookmark: _ermteqco8fk6]Workshops
The process followed by human resource management in the business organisation to develop new skills for the employees and also make the employees effective to maintain their effective skills in an effective way is known as a workshop in the organisation (Hoffmann, 2019).
In the business of Primark, the workshop is followed in a better way by the HRM to develop some of the factors. Those factors are:
Orientation: The workshop process is one of the developing vehicles in Primark that are produced by human resources management. The HRM management helps the managers of Primark to improve the part of orientation by using the approach of developing the process of introduction (Wang and Zheng, 2022). Orientation is important for managers to develop a better bond with the employees in the organisation. So, that is cared by the HRM approach of Primark. 
Safety: In the terms of safety, a workshop by HRM helps in developing the skill of employees and helps them to develop those skills in the organisation. For instance, HRM of Primark uses the strategy of training HRM to maintain and develop safety. That is helpful in the area of developing talents as many employees will introduce new safety approaches on their own. So, the development in the safety allows the employees to introduce some talented approaches which are helpful in identifying the talent among the employees.
Discipline: Primark HRM also controls the segment of discipline for all the employees during the time of maintaining the workshop. Discipline is one of the areas that have a variety of skills in it. In the workshop, the HRM of Primark use to train the current discipline policies and develop new policies that are included for the organisation (Hoffmann, 2019). As HRM has the approach of developing policies. So, based on that the area of safety will allow the employees in Primark to become motivated. That motivation will allow them to become talented because they will try to make changes in the organisation by using their plans.
By focusing on these points through the workshop in the organisation, new talents are determined in Primark. Also, workshops become helpful in developing the process of talent management for individuals in the organisation.
[bookmark: _gxh3414vghae]On-the-job training
To develop the talent management process in Primark and for identifying the talents in the organisation, the on-the-job training method is followed in a proper way (Bastos and Silva, 2017). It is one of the training methods that allow the development of the performance of the employees by introducing the person to the job areas. In Primark, on-the-job training is followed by a higher percentage. For maintaining on-the-job training some of the selected types are maintained by Primark. Those are shared below:
Job rotation: The major type of training that is followed in the segment of the on-the-job training method is job rotation. In the HRM of Primark, they focused to develop the job rotation process. It improves the performance of the organisation. Also, job rotation is effective in determining the talents in the organisation.
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Figure 3: On-the-job training methods.
Source: (Bastos and Silva, 2017).
Internship training: HRM of Primark is very much effective in developing the internship training in the organisation. For the internship program, Primark use to appoint the employees 2 months earlier before giving a confirmation letter (Wolff and Svanum, 2018). So that, those employees can get the training and cope with the area of the workplace. Moreover, the internship allows determine better talent in the organisation of Primark.
Job instructions: HRM in the business organisation used to develop an instruction list for on-the-job training. Because based on those instructions the employees can work on developing the area of the company’s performance. For that reason, it is followed by Primark in determining talent through their training.
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In the business of Primark, the mentoring process is followed by their HRM department. It is followed in the organisation so that the organisation can develop the area of talent through their process of talent management. In following the process of mentoring, three types of mentoring processes are followed. Those are:
[image: ]
               	
Figure 4: Types of the mentoring process.
Source: (Nganga and Bowne, 2020).
Traditional one-on-one mentoring: In the process of traditional one-on-one mentoring one mentor is needed to train one mentee. It is not followed in the business of Primark because in this large organisation they use to train a huge number of employees and monitor them with one mentee.
Distance mentoring: In the mentoring process of distance, employees in the organisation used to be monitored over long distances (O'Brien, 2019). Like the process of online mentoring and so on. In Primark, the process of distance mentoring is followed sometimes. It is followed sometimes because in the time of long-term mentoring by other countries’ mentors of Primark a certain method is followed.
Group mentoring: In group mentoring, the mentor use to give proper training and mentor a bunch of employees at the same time (Wolff and Svanum, 2018). The HRM department of Primark use to follow the process of group mentoring in the organization as most of the time they have to train a numerous number of employees to determine the talented employees.
So, the approach of mentoring followed by the HRM department in Primark allows the development of the performance of talent management in the organisation. Also, it allows for the improvement of the process of identifying the talented staff in the organisation.
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[bookmark: _uukabh4r1g1x]A professional development plan for Primark
In terms of developing the area of talent management in the organisation of Primark, a certain plan is needed to be followed. That plan is illustrated below:
	Target
	Action to achieve
	Evidence of completion
	Target date

	Hiring employees that have better qualifications
	As a business company, Primark is targeting to hire better and more qualified employees. So, in that area, the company will follow the vetting process and also use the approach of developing a better viva board (Hayes and Robnolt, 2018).
	Better evidence will be seen in the area of meeting the target of hiring employees. As, in Primark, a greater number of effective employees will be working for their strict hiring process.
	The company will need 3 months for meeting the target.

	Developing a plan for giving them proper training
	To develop the plan in the case of giving training the method of on-the-job training and group mentoring and many more planning will be developed. Those will become helpful in making the target meeting effective.
	In the business of Primark, the employees will become much more effective also some of the talented employees will be determined by the company. That shows the evidence of completion.
	In fulfilling the target of developing plan 2 months are needed to be followed.

	Generating strategies for talent management
	For developing strategies in the organisation of Primark, actions analysing other organisations’ strategies will be followed. Those will become helpful to complete the mission.
	The evidence of strategies applying shares that Primark shall use to follow competitors’ policies in a better way (Bastos and Silva, 2017).
	The method required 2 months.

	Organising learning and developing areas for talent management approach
	In the business of Primark, resources will be organised in a proper way. Like, the company shall use applications to analyse the performance of the employees (Gonzalez, 2022).
	As Primark will be in a better state to develop the learning and organising in an improved way from the past. So, it will also allow giving proper evidence.
	The time needed for the target is 2 months.

	Identifying the best strategy
	In all the strategies, Primark will use to determine the perfect strategy that will become helpful to make better improvements in the segment of talent management of the organisation.
	If Primark develops the process of improving the strategy for talent management. Also, the strategy will become helpful to make the organisation effective in identifying talented people. Then it will be a sign of completion.  
	For selecting a proper strategy in the case of talent management, Primark will require 3 months.

	Planning for the future approach in talent management
	In the case of future, the business Primark will more likely follow a new approach like using other talent management models through HRM. It will work as a mission that needed to be achieved.
	If the future project helps the future the business of Primark in the terms of developing the talent management process (Arriaga, 2020). Then it will be identified as evidence of completion.
	For completing the task of planning for future approaches the business Primark will use the time of 2 months.


[bookmark: _gbi9wxcj0fus] 
[bookmark: _bc5mgjp57ip8]Conclusion
The report has worked on the case study of Improving the talent management process in Primark to determine talented employees in the organisation. To work on that the report has shown development vehicles like training, job rotations, workshops, on-the-job training, and mentoring in the businesses. In those vehicles, for training, the business of Primark used to follow the method of the ADDIE model. In the area of job rotations, Primark uses the process of task-based and position-based rotations. On-the-job training methods Primark follows the method of job rotation, internship and job instruction. In the segment of the mentoring process, the business Primark uses the method of group mentoring in the organization. Also, the professional development plan of Primark is developed in the report. That PDP plan shows that 14 months are required in terms of developing the area of talent management in the business organisation of Primark.
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