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“ A N A N A L Y S I S O F T A L E N T M A N A G E M E N T : W I L L

I M P L E M E N T I N G A T A L E N T M A N A G E M E N T P R O G R A M M E S U P P O R T A T E B I N W O R K F O R C E P L A N N I N G ? ”


I N T R O D U C T I O N	F I N D I N G S

The research is based on Ateb Group Ltd, a Welsh housing association employing 130

employees. Ateb has reported a reduction of first-time fill vacancies and an increase in


turnover (Ateb, 2023a) therefore, the report aims to establish if the implementation of a talent management programme will support Ateb in workforce planning.
The report objectives are:

Examination of primary and secondary research relating to talent management Establish definitions of talent management and methods of talent identification
Explore the results of the primary and secondary research to identify the benefits of talent management to create buy-in
Propose recommendations to support workforce planning at Ateb


L I T E R A T U R E  R E V I E W
Defining Talent Management

Due to the broad scope of talent management, there is not a universal talent management

definition (Ameen, 2023; Skuza, Woldu and Alborz, 2022). Therefore, for the success of talent management programmes, it is vital organisations identify their talent requirements and
establish a definition accordingly (Pocztowski, Pauli, and Mi, 2020).

Talent Management Benefits

Research has identified a significant link between effective talent management programmes and increased competitive advantage and organisational performance (Holck and Stjerne,
2020; McKinsey, 2018). Additionally, talent management can future-proof organisations through proactively upskilling employees to adapt to change (Bibb, 2016; CIPD, 2022).
Inclusive vs. Exclusive

It is argued that exclusive talent development creates perceived unfairness resulting in

unfavourable outcomes i.e. absenteeism (Malik and Singh, 2022) although, further research is required to support this claim (De Boeck et al, 2018; Holck and Stjerne, 2020). Inclusivity
drives talent diversity thus, enabling organisations to withstand unpredictable labour

market conditions. Many organisations now adopt a hybrid approach (Holck and Stjerne, 2020).

M E T H O D O L O G Y
A questionnaire distributed via email was the chosen methodology due to the ease of

obtaining large amounts of data, in a cost and time effective manner (Cameron and Price,

2009). The Likert scale, open and closed questions were used to obtain both quantitative and qualitative data. The population was chosen due to their direct experience of talent
opportunities and challenges therefore, the answers would be relevant and meaningful.

The short timescale may have impacted the response rate of the research. Additionally, the

general population was not surveyed therefore, limiting the representation of the workforce.

Overall, the methodology was successful, providing key insights into talent management across Ateb’s service areas.
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The response rate was positive with 73.7% of respondents answering the survey.
[image: ]There was a range of talent challenges identified however, competitive disadvantage was by far the biggest challenge. Respondents have experienced difficulty attracting and retaining talent as a result of competitive disadvantage reflecting organisational data; commercial competitors offer better employment packages which Ateb cannot compete with. In fact, over half the respondents were concerned about the competitive advantage of other organisations.









[image: ]The results demonstrated a significant issue surrounding succession planning
whereby, the majority of the respondents do not have a succession plan resulting in organisational risk. In addition, there is a lack of knowledge around workforce
skills and capabilities, and alongside

inconsistencies in identifying talent, it is apparent further examination is
required.

The top 3 priorities of a talent management plan at Ateb are increasing competitive advantage, increasing

organisational performance and sharing upskilling opportunities consistently. Furthermore, an inclusive approach to talent management was preferred to broaden the talent pool.
[image: ]


C O N C L U S I O N
The findings demonstrate a lack of structure or consistent practice and application of talent management at Ateb. The findings reflect the organisational data whereby, first-time fill is reducing and retention
suffering, partially as a result of competitive advantage.

The secondary research found that talent management can be hugely beneficial and could address some of Ateb’s talent challenges. Therefore, the report can positively answer the research question whereby, implementing a formalised talent management programme will support Ateb’s workforce planning.
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