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Introduction
 The company that I have based the analysis the report framework on is a Welsh telecommunication business. 
Through analysis of the internal business practices that get connected uses to collect and quantify data to improve, retain and manage talent. 

Get – connected is a Welsh business started in 1992 but trading under another name oasis mobile phones, started out by founder Damien Cole.
With help from Welsh business initiatives and Caerphilly borough council the business expanded.
In 1996 Cole then formed the limited company, oasis communication services ltd, when their first retail store was opened in blackwood Caerphilly.
Cole and get connected have won business tec awards regarding marketing, and by 1999 were the 10th fastest growing company in Wales.

By the October of 2005 get connected the brand was declared the largest independent mobile phone retailer based in Wales.
The get connected website declares that the re annual turnover is around £9 million

There are approx. 52 shops in the brand and there is a head office in Abergavenny, and 3 call centre sites and an online sales team.





















Managing talent


Although talent management is a buzz word in new and modern business practices, the believe “talent management” to be a well-defined area of practice supported by extensive research and a core set of principles. Lewis, Heckman 2006.
The combination of several titles can leave the management of talent into a confusing title.in itself is an umbrella job title, Encompassing such titles as, talent manager, talent strategy, succession management and human resource management. Jackson and Schuler (1990) quote that is “ensure the right person is in the right job at the right time.
[bookmark: bbib59]a deliberate and systematic effort by an organization to ensure leadership continuity in key positions and encourage individual advancement (Rothwell, 1994, p. 6); and,
[bookmark: bbib51]…managing the supply, demand, and flow of talent through the human capital engine (Pascal, 2004, p. ix),
define human resources planning, succession planning, and talent management, tm is a broad spectrum of titles under one heading including and n0t limited to department practices, functions, Activities or specialist areas, for example recruiting, selection, development, and career and succession management
Lewis and Heckman suggest that the solution to hr in speeding up the processes is to outsource the combined problem rather than keep it in house.
[bookmark: bbib50]Quoting Olsen, A company's traditional department-oriented staffing and recruiting process needs to be converted to an enterprise-wide human talent attraction and retention effort”. (Olsen, 2000)
With companies’ success dependent on effectively managing this needed special group of individuals, their “talent workers”, companies are actively seeking programs and approaches to managing this talent effectively. Schuler 
Schuler introduces us to the 5-c framework, these are the choices made by managers in pursuit of effective talent management
Choices – many choices that need to be implemented from design to manage a company’s talent pool

Considerations- 
Including the degree of inclusion, usually the top 5% of performing employees, some companies initially used the top 5% of employees but son changed the percentage realising that excluding good workers was detrimental to the work pool. While inclusion may seem desirable, some employees may feel a sense of discomfort or unease, especially if it implies a requirement of promotion to a higher position, rather than solely continual improvement in a current position. 

Challenges
 Dealing with talent shortages, talent motivation, engagement, energy and focus, talent surplus, reduction and removal. Weather there needs to be a relocation of the said talent and the need to constantly adapt and flexibility of the talent.
consequences

context/contingencies
decisions made about who will be included in the programs would be ultimately dependent on the leadership of the organisation, consequences that are more valued than others may be dependent on the county of origin., things such as company values, the brand and culture of the business, and the strategy and structure of the organisation.
External factors also include the competitiveness of the country including among other factors such as labour talent and size, unemployment levels, training levels compensation levels, labour regulations, quality of infrastructure, levels of innovation and Levels of economic developments 
consequences
the last c involves the potential consequences associated with the strength of the talent management.
This includes a three level of consequences
Level1, an individual level, including job/life satisfaction, development opportunities, career progression, value fulfilment, mobility and a personal chance to make a difference.
Level2, company level consequences- consequences are associated with attaining good results on the first level consequences. Such as the attraction of a steady talent pool, retention, engagement, productivity, talent value, knowledge sharing and collaborations, branding workforce relocation and reduction.
Level3 company level consequences-The third level consequences in turn are associated with companies doing well in managing their talent vis-à-vis the metrics of the first and second level consequences. The third level consequences are also important to countries in which companies operate. Rutgers School of Management and labour relations |








 Developing talent

They also suggest to simplify the title and process recruiters have a tendency to discuss talent management in terms of sourcing the best candidates possible and that there is a process to grow the best talent through the use of training and leader development programs (Cohn, Khurana, & Reeves, 2005)  another common used tactic is to use compensation and a performance management process. (Garger, 1999)

A solid understanding of the employee pool is essential, developing talent through hr is a process of selection from the talent pool, and identifying the suitable candidates, with a process to suit a particular employment need. Helping staff to progress through available positions in the organisation, it’s a development of the available talent.
The use of a data led information can aid in this process and add the hr operative, thus helping in the growth of an organisation. Data that is analysed by the hr team, putting in the correct parameters of the growth that has been identified as a need in the business.
This type of factoring in the organisation will help to advance the company and produce competitive advantage. A catalogue of prominent and desirable factors that the culture of the business can lead to advantage for the internal progression of individuals
Hr would be a necessity in the workplace where talent management is advocated to progress companies with channelling the right types of talent to the right job locations boosting the productivity of the company



   In the current climate inside the company of get connected the emphasis on the best talent is heavily dependent on sales to keep the company at a competent level to make the organisation a viable business.  
The whole ethos of the business is to give good people friendly service, competitive prices competing with the other high street stores within the telecommunication sector.  Get connected has the advantage of being a broker, which has a unique selling point within this sector. The sales team can help the consumer to pinpoint which network is best comparing several different network strengths and different value points., whereas competitors on the high street only have the use of one price selling point for their products.  in the case of a higher product there are advantages in selling higher data contractual agreements suited to the individual consumer.
 Hr have the task of defining in this case the individuals that are performing better than the rest of the employee base, commissions are a valued principle throughout the company.   
The company in terms of talent, high performance, high potential talent, is a high desirable trait within the sales team in store with the company, compliant employees are highly desired and highly regarded within the company, with financial rewards given as incentives. Unfortunately, or fortunately the sales team are constantly pressured to consistently perform under pressures that the sales managers impress on them. The demographics of the teams and individual stores/ teams that excel in the company in general large rely on the positioning of the stores. The stores where the area heavily depend on where they happen to be in the country.
For example, stores, locations where there is a large population but has a population that doesn’t necessarily have the inclination or the capacity to move freely, such as places that are more remote in Wales seem to enjoy increased sales, such towns as Newtown and Cardigan rather the footfall of bigger or more transient locations that have more competition and footfall such as Cardiff.




Sales or performance as an indicator is one point where the develop mentation of talent is successful as an organisation, there is as Lewis and Heckman put it “A”, “B”, and “C” levels to denote top, competent, and bottom performers, respectively B. Axelrod et al 2002, the a players become the top performers , high performers and , high potential  talent as an unqualified good and a resource to be managed primarily according to performance levels Lewis and Heckman 2006. Equates to highly competent performed only they are to be sought can lead to a company full of this type of competitive and high performing employees can unbalance a company however well sort after.
[bookmark: bbib7]If you fill a company with high performing employees, how will you discover other strengths and weaknesses of employees. The potential of other employees that could excel with other types of talent parameters, could make the job of talent management irrelevant ignores the possibility that, for some jobs, competent performance may be perfectly acceptable (Boudreau & Ramstad, 2005) 
 In the case of get connected the top talent may not have a balanced view of the employee base that is in the company. There is also a strength and a measurement in a business model between the traditional values of Hr where employee satisfaction and happiness are also an important factor in the success of a business model.
Relationship provides important frameworks for the modern business practice, 
[bookmark: bbib71] Terpstra and Rozell (1993) found an association between a firm's adoption of staffing practices and profit but also found the strength of the relationship varied across industries, including tradition hr roles with the talent management is a better way for a company and its employees to work. Data collected that analysis the performance indicator are also instrumental to the success of a business with focus points of the business made not solely with profits at the forefront of the ideology. 





Swot analysis of get connected 

Strengths
1.Strengths at the business consist mainly of the sales performance in the store base
2. but also the strengths are with the customer satisfaction on the ground of helping the original customer base and also potential customer base.
3. some customers need more of a localised store and personal experience to 
Help with the ever-changing landscape of telecommunications. Thus, in comparison to tele sales or internet sales the customer can become confused and want to cancel the contractual agreement because of issues with lack of competencies.
4 the number of available networks and opportunity too change is easy


Weaknesses
1. Costs associated with the bricks and mortar shopping experience, costs associated with heating and lighting and rental arrangements are all increasing forcing price increases being passed on to customers.
2. Increase of internet based online competitors  
3. circular economy and environmental issues connected with new products 
4 competencies of staff 

Opportunities
1.collection and resources associated with the collection of personal data that can be used to identify new customer base
2. changes in products and services that can be offered to compliment the customers original purchase that the employee needs to keep up with relevant technological changes
3. changes in technology can also allow for a more diverse network opportunities offered from the main competitors adding to the understanding in changes and competencies of employees
4 improvements in customer focused business strategies

Threats 
1 company that are strong combining their strengths poaching employees
2. better benefits at the larger competitors 
2 employee satisfaction and pay quality can define a company
3 competent managers, that successfully keep and manage talent









Conclusion /recommendations 
Alhamad et al suggests in their study high- lights the importance of focusing more on the electronic training and development process in order to raise individuals’ practical capabilities, which is reflected in their creativity. where the human element plays an important role in bringing positive changes that are reflected in the whole world economies, so business organizations have become aware that the key to success depends on resources effective management, as with electronic hr, there are savings to be made and repetitive tasks can be performed in a timely manner effectively assisting the role of hr who can see data driven results in real time.
This can raise the organisational health of a company, this concept defined as an organization's ability to work efficiently and effectively, achieving a state of continuous growth and development to form an integrated system towards achieving organizational goals (Miles, 1969) 
The main theory in hr and line management theory seems to be in competencies of hr practices, in the report by Whittaker and Marchington (2003) there was a suggestion that only the higher the status that as an employee you attained in the company directly affected your relationship with the Hr department, excluding the lower ranked employees. This could see a tendency to distance and penalise lower management, affecting job satisfaction, employee effectiveness and performance. Zu’bi et al., 2012 Organizational health is also achieved when employees want to work and stay in and are proud to be part of the organization. Alhamad et al 2022
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