A retail company struggling to retain employees implemented a talent management program based on the nine-box model and a performance management system focused on continuous feedback and coaching. As a result, the company reduced turnover rates, improved its talent pipeline, and saw a positive impact on the bottom line. The Harvard Framework for HRM was used to analyse the success story.
This report tells the story of a retail company's success in talent management and retention. The company faced significant challenges with high employee turnover rates. The report analyses the company's success based on the Harvard Framework for HRM.
Talent Management: The company implemented a talent management program that identified and developed high-potential employees using the nine-box model. Employees with high potential were given opportunities for career development, including leadership training and job rotations. This resulted in improved employee engagement and satisfaction, as well as a stronger talent pipeline.
Performance Management: The company also implemented a performance management system focused on continuous feedback and coaching. This system helped employees better understand their goals and expectations, and gave them more control over their development. It resulted in improved employee performance and productivity, and reduced recruitment costs.
Impact on the Bottom Line: As a result of these initiatives, the company saw a reduction in turnover rates and an improvement in the talent pipeline. The company was able to retain its top performers, resulting in cost savings and a positive impact on the bottom line.
The success story of the retail company demonstrates the importance of effective talent management, leadership development, and continuous feedback in driving business success. The Harvard Framework for HRM provided a useful tool for analysing the story. By implementing effective HR practices, the company was able to address talent management and retention challenges, resulting in long-term success.

